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00 (57) Abstract: A method of analyzing the fitness of a candidate for a specific position comprises benchmarking the position by 
^ specifing weighted position criteria and using managers' and top performers' responses to predictive instruments in the form of 
J£ behavior and values questionnaires; scoring the candidate by computing a weighted average of the candidate's scores on the position 

criteria combined with the candidate's predictive instrument scores vis a vis those of the benchmark participants; and reporting to 
* — the hiring manager the candidate's overall score and , preferably, individual scores for each continuum of the predictive instruments. 
I? In the preferred embodiment, the method also entails providing a database of characteristics associated with various ranges of scores 

on the predictive instrument's continua, together with potentially problematic motivations or behaviors likely to be exhibited by a 
Q candidate scoring well below or above the benchmark participants for each continuum, and suggested follow-up interview questions. 
S^. All such information is preferably included in the same report to the hiring manager that contains the candidate's overall score and 
^ predictive-instrument continuum scores. 
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SYSTEM FOR AIDING THE SELECTION OF PERSONNEL 



REFERENCE TO RELATED APPLICATIONS 

This application claims an invention which was disclosed in Provisional 
5 Application Number 60/1 8 1 ,262, filed February 9, 2000, entitled "Vital workforce 
business method". The benefit under 35 USC §11 9(e) of the United States provision 
application is hereby claimed, and Ihe aforementioned application is hereby incorporated 
herein by reference. 

BACKGROUND OF THE INVENTION 

10 FIELD OF THE INVENTION 

The invention pertains to the field of selecting personnel by predicting the 
performance of candidates for employment. More particularly, the invention pertains to 
aiding hiring decisions by using measurements of behavioral and motivational 
characteristics of employment candidates to predict their performance. 

1 5 DESCRIPTION OF RELATED ART 

Many corporations have found that the need to reduce costs often means their 
workforce must become smaller. Additionally, increases in mobility have led to a higher 
level of personnel turnover in many organizations. While these changes take place, the 
same corporations have been expected to consistently increase the quantity and quality ol 
20 the goods or services they provide, and charge less for the same. Accordingly, balancing 
the competing demands of various stakeholders— shareholders, customers, employees, and 
others — has become one of the primary challenges facing many senior management teams 
in the modern global economy. 

Manifestly, it is difficult to successfully balance such demands without hiring and 
25 retaining individuals who are well suited for the particular positions in which they work 
(hereinafter, a "vital workforce"). Attaining and retaining a vital work force maximizes 
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the probability that an organization's personnel will perform well and exhibit low 
turnover. It is thus crucial that a' business organization's hiring representative make sound 
hiring decisions. An organization's hiring representative, however, typically makes many 
decisions based upon intuiiion and subjectivity rather than fact, proven successes and 

5 objective information. Such subjective, ad-hoc practices result in a far lower than optimal 
rate of success in achieving a vital workforce. The reason is that the accuracy of 
predicting how well a given person will perform a job based solely on traditional 
subjective and/or ad-hoc factors— such as information gleaned from a resume and a 
personal interview— is quite low. Accordingly, the hiring managers of business 

1 0 organizations need a systematic way of improving their success rate in attaining a vital 

workforce. Such can be achieved through an increased ability to predict the likelihood of 
success of a given individual in a particular job or task, in a particular job environment. 

One way to improve a hiring manager's decision-making process is to remove 
much of the subjectivity ordinarily inhering in that process, and replace it with objective 

1 5 criteria. One attempt at establishing control over hiring decisions based upon objective 
criteria is provided by the invention by Bonnsletler el al., disclosed in patent 5,55 1,880, 
EMPLOYEE SUCCESS PREDICTION SYSTEM (hereinafter, the "Bonnstetler patent"). 
That invention teaches a method of aiding a decision whether to hire a particular 
individual for a specific position by analyzing behavioral and value traits of that individual 

20 as a means of predicting whether such individual will perform well in the job and the job 
environment. Behavioral traits are aspects of one's behavioral styles and habits. Value 
trails are those interests, goals and preferences which guide one's life and career and 
motivate one to sacrifice rest, leisure or other pursuits in order to accomplish a particular 
task. The behavior and value traits are derived and measured through use of 

25 questionnaires which constitute predictive instruments. These results are compared with 
known national standards, and are reported out to the decision-maker, preferably through 
the use of computer software. 

Another approach is provided by the invention by Oslby, el al., disclosed in patent 
5,326,270, SYSTEM AND METHOD FOR ASSESSING AN INDIVIDUAL'S TASK- 
30 PROCESSING STYLE. That invention discloses a means of evaluating a person's style 
of problem solving by requiring him or her to respond to simulated emergencies or other 
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scenarios displayed upon a computer screen. The computer records the manner and 
quickness in which, the individual asses* :s available resources and uses those resources to 
decide upon and provide resolution for llic simulated scenarios. Such data are then 
statistically analyzed in an effort to evaluate how well the person is suited for a particular 
position available within the organization. 

Use of objective information attainable tlirough methods such as those disclosed in 
the above-referenced patents has some value in aiding the hiring selection process. A 
more complete evaluation of a person's likelihood to perform well at a particular job, 
however, must take into account additional factors. For one, traditional factors such as 
education, experience, and background reference checks— factors which cannot be 
measured tlirough psychological questionnaires or computer-simulated scenarios — must 
be taken into account and weighted appropriately, as a supplement to the objective, 
testable factors. This may be particularly important to comply with legal requirements 
such as those enforced by the Equal Employment Opportunity Commission. In particular, 
use of a system in which the results of behavioral and values questionnaires account for 
more than 50% of a candidate's predictive score may run afoul of certain regulations. 

Additionally, to the extent objective, testable factors are utilized, as derived from 
predictive instruments, the manner of such utilization must avoid preconceived notions of 
the characteristics of a good performer in a particular position, such as the notion that 
salespersons must be extroverted, or accountants must be introverted. Such type-casting is 
known to he ilawed and, moreover, fails to account for the behavioral style and 
motivational traits that are, in practice, known to be associated with a high degree of 
adaptability to a given position in a highly specific job environment. A more accurate 
manner of utilizing objective, testable factors, therefore, is to compare the applicant's 
scores with those of known good performers in the position for which the individual is a 
candidate. Finally, a system for aiding a hiring manager to determine whether a particular 
candidate may be successful in a specific position should ideally identify the types of 
questions (hat can be asked at a follow-up interview of the candidate, after the statistical 
analysis has been performed and reported out. In this manner a hiring manager can more 
easily assess whether the candidate is trainable where there is a risk of low performance. 
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Tt is clear from the foregoing lliat there is a need for a method and system to predict 
the success of a job, applicant which utilizes a combination of traditional factors and the 
results of predictive instruments, and which measures the applicant's scores on the 
predictive instruments against those of persons who are known to be good performers in 
the position for which the applicant is being considered. 

SUMMARY OF Tl IE INVENTION 

The present invention discloses a method of analyzing the fitness of an individual 
for a particular position of employment. An individual's fitness is defined as his or her 
likelihood of exhibiting high job performance and job longevity. Accordingly, use of the 
invented method enables a hiring representative within a business organization to make 
high quality hiring decisions, that is, decisions thai are likely to result in a highly-effective 
workforce with low turnover. 

The invented method combines utilizing traditional means of evaluating a job 
applicant, such as evaluating information derived from the applicant's resume and 
personal interviews, with other evaluation means, namely, measuring and analyzing the 
individual's behavioral style and motivational characteristics. Such measurement and 
analysis includes comparing the data regarding the applicant's behavioral style and 
motivational characteristics with that of known top performers or achievers in the position 
and job environment for which the individual is being considered. 

The invented method removes the majority of the subjectivity involved in making 
hiring decisions through creation of a positional benchmark. This is accomplished through 
utilization of position criteria based upon traditional factors as well as predictive 
instruments, to create standard ranges for the components involved in the process. These 
components in combination are termed the positional benchmark. The benchmark may 
then be used as the standard for the position requirements. 

In a preferred embodiment, the predictive instruments involved in the creation of 
the candidate's norm-referenced measurement score are the DISC (dominancc-mfluence- 
steadiness-compliance) personal profile and the PIAV (personal interests, attitudes and 
values) profile. Additionally, the norm-referenced measure calls for the position criteria 
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that are chosen and weighted according to their importance in the position. A bivariate 
correlation coefficient is then used to show the relationship between the benchmark and 
the norm-referenced measure derived from the candidate's information. By utilizing this 
comparison, an organization can increase the predictability of success or likelihood of risk 
of a, prospective new hire. 

Referring to Fig. 1, the high-level process steps of the invented method are: 
benchmarking the position for which the candidate is being considered; finding a 
candidate and obtaining and recording his or her DISC responses, PIAV responses and 
positional-criteria scores; deriving a calculation summary (hereinafter, a "Candidate 
Recommendation"); generating a report of the DISC and PIAV responses, the positional 
criteria scores and the Candidate Recommendation; and conducting a follow-up interview 
ifone is indicated, which includes asking the questions suggested on the report. If an 
interview was not needed, the reason is that the candidate clearly was or was not a match 
for the position. The decision of whether to hire the candidate is made based upon the 
Candidate Recommendation and the interview, ifone was conducted. 

Preferably, the Candidate's score on the DISC and PIAV predictive instruments 
each constitute twenty percent of the Candidate Recommendation and the Candidate's 
score relative to the Position Criteria constitutes sixty percent of the Candidate 
Recommendation. Each position criterion is chosen and weighted in proportion to the 
relevance of importance in the position. Such criteria can include, without limitation: 
education, experience, skill level, product or industry knowledge, phone 
screen/application, general behavior-based interview, competency-based interview, 
behavioral gap interview, realistic job preview, and reference, background and customer 
checks. 

A system according to the invented method generates a bivariate correlation 
coefficient score that shows the magnitude of the relationship between the candidate and 
the established benchmark ofthc position. This correlation suggests the candidate's 
probability ofsuccess or risk in a position. The correlation score does not make the hiring 
decision for the hiring manager. Rather, it gives the hiring manager a balanced view of an 
applicant through consideration of all the elements needed by an applicant to be successful 
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in the position in question. If the score is in a middle range that does not strongly predict 
either success or failure of the candidate, a further optional step comprises evaluating 
whether there are weak behavioral factors measured by the behavioral predictive 
instrument which can be altered through training or coaching in such manner that the 
5 candidate would perform well after receiving such training or coaching. 

BRIEF DESCRIPTION OF THE DRAWINGS 

Fig. 1 shows a flow chart of the steps of the method according to the present invention. 

Fig. 2A shows, as part of a report according to the invented method, a candidate scoring 

form including the candidate's overall score, position criteria scores, and raw DISC 
10 and WAV scores. 

Fig. 2B shows, as part of a report according to the invented method, green, red and yellow 
zones or Hie four DISC conlinua, and a candidate's scores for each continuum. 

Fig. 2C shows, as part of a report according to the invented method, flags, potentially 

problematic behaviors, and interview questions for a candidate relative to the DISC 
15 continua of D and 1. 

Fig. 2D shows, as part of a report according to the invented method, flags, potentially 

problematic behaviors, and interview questions for a candidate relative to the DISC 
continua ofS and C. 

Fig. 212 shows, as part of a report according to the invented method, green, rcil and yellow 
20 zones oflhe six PIAV continua, and a candidate's scores lor each continuum. 

Fig. 2F shows, as part of a report according to the invented method, flags, potentially 
problematic motivations, and interview questions for a candidate relative to the 
PIAV continua ofTh, U, and A. 

Fig. 2G shows, as part of a report according to the invented method, Hags, potentially 
25 problematic motivations, and interview questions for a candidate relative to the 

PIAV continua of S, J, and Tr. 
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Fig. 2H shows, as part of a report according 1o the invented method, green, red and yellow 
zones of the, selected position criteria, and a candidate's scores for each criterion. 

Fig. 3 shows a work environment DISC profile according to the prior art. 

Fig. 4 shows a behavioral style DISC questionnaire according to the prior art. 

5 Fig. 5 shows behavioral style DISC "most" and "least" analysis graphs according to the 
prior art. 

Fig. 6 shows a Personal Interests, Attitudes and Values (PIAV) questionnaire according to 
the prior art. 

Fig. 7 A shows DISC characteristics, associated with six ranges of raw scores for each 
10 DISC continuum. 

Fig. 7B shows potentially problematic behaviors and follow-up interview questions for 

candidates scoring well below or above optimal on the 'D' (dominance) continuum 
of the DISC profile. 

Fig. 7C shows potentially problematic behaviors and follow-up interview questions for 
1 5 candidates scoring well below or above optimal on the T (influence) continuum of 

the DISC profile. 

Fig. 7D shows potentially problematic behaviors and follow-up interview questions for 
candidates scoring well below or above optimal on the 'S' (steadiness) continuum 
of the DISC profile. 

20 Fig. 7E shows potentially problematic behaviors and follow-up interview questions for 
candidates scoring well below or above optimal on the 'C (compliance) 
continuum of the DISC profile. 

Fig. 8A shows PIAV characteristics, associated with three ranges of raw scores for each 
PIAV continuum. 
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Fig. 8B shows potentially problematic motivations and follow-up interview questions lor 
candidates scoring well below or above optimal on the 'Theoretical" and 
"Utilitarian" PIAV continua. 

Fig. 8C shows potentially problematic motivations and follow-up interview questions for 
candidates scoring well below or above optimal on the "Aesthetic" and "Social" 
JMAV continua. 

Fig. 8D shows potentially problematic motivations and follow-up interview questions for 
candidates scoring well below or above optimal on the "Individualistic" and 
"Traditional" PIAV continua. 



10 DETAILED DESCRIPTION OF TUB INVENTION 

A. Introduction 

To assist in a better understanding of the invention, a specific embodiment of the 
present invention will now be described in detail. Although such is the preferred 
embodiment, it is to be understood that the invention can lake other embodiments. This 
1 5 detailed description will include reference to Figs. 1 , 2A - 211, 3 - 6, 7A - 7E, and 8A - 
8D. The same reference numerals will be used to indicate the same parts and locations in 
all the figures unless otherwise indicated. 

The described embodiment comprises use ofa computer running software that 
performs recordation of entered data as well as any necessary calculations as described 

20 below. Any such software, together with the computer it instructs, embodies the inventec 
method. Such software can be developed without undue experimentation based upon the 
description of the method steps as provided below. Accordingly, the preferred 
embodiment is herein described in terms of tasks to be performed without reference to a 
particular software program. The presence of an adequate software program will be 

25 assumed, and referred to as "the software" or "the system." Additionally, a system 
according to the present invention includes a computer display and keyboard and, 
preferably, a printer coupled to the computer running the software, for printing of the 



t 
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candidate report. The printer is not strictly necessary, however, as the report can be 
viewed on the computer display screen. 

In sum, it is to be understood that the computer, together with the operationally- 
connected display screen, keyboard and printer are not required, as the invented method 
5 can he earned out by hand. The computer and operationally-connected display screen, 
keyboard and printer do, however, facilitate input and recordation of data, as well as 
computing, processing and reporting of results. The operator of the computer software 
embodying the invented method is referred to below, as the "user." 

To aid in understanding the invented method, it is expedient to first provide a 
1 0 description or the method's end-product. That end-product comprises, at a minimum, an 
overall Candidate Recommendation score which is preferably a number between 0 and 
100 inclusive or, alternatively, a score for each of the DISC, PIAV and Positional Criteria 
categories that can easily be summed to an overall Candidate Recommendation score in 
the 0-100 range. Preferably, however, the end-product includes additional information. 

15 In a preferred embodiment, the end product includes a number of reported pages 

which collectively comprise the Candidate Report. Referring to Fig. 2A, the first page in 
the Candidate Report is the Candidate Scoring Form. There are five boxes of information 
on the Candidate Scoring Form. The first box contains the Candidate's name, the position 
and organization for which the Candidate is being considered, and the Hiring Manager's 

20 name. The second and third boxes contain, respectively, the Candidate's DISC and PIAV 
raw scores, each of which is in the 0-100 range. The fourth box contains the Candidate's 
scores for each Positional Criterion, each of which is in the 0-4 range, and additionally the 
Candidate's overall DISC and PIAV scores in the 0-4 range. The fifth box contains the 
overall Candidate Recommendation score, in the 0-100 range. The manner in which each 

25 of the above-referenced scores is derived is described below. 

Referring to Fig. 213, the second page of the Candidate Report contains a graphical 
indication of the Candidate's D ISC raw scores, and how the Candidate's score in each of 
the D, I, S and C continua compares to the benchmark for that continuum. As described 
below, the benchmarking step results in the derivation of green, yellow and red zones for 
30 each DISC continuum. The Candidate's score is indicated by a small black rectangle 
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placed next to the continuum so that it is easy to discern into which zone the Candidate's 
raw score for thatcpntinimm falls. 

Referring lo Fig. 2C - 2D, the third and fourth pages of the Candidate Report 
contain information disclosing to the hiring manager, for each of the DISC calegories- 
5 namely, D, I, S, and C— any potential problem areas as well as suggestions for interview 
questions. These are described in more detail in Section E, "Reporting Results," below. 

Referring to Fig. 2E, the fifth page of the Candidate Report contains a graphical 
indication of the Candidate's P1AV raw scores, and how the Candidate's score in each of 
the Th (theoretical), U (utilitarian), A (aesthetic), S (social), 1 (individualistic) and Tr 
1 0 (traditional) continua compare lo the benchmark for that continuum. As described below, 
the benchmarking step results in the derivation of green, yellow and red zones for each 
P1AV continuum. Again, the Candidate's score is indicated by a small black rectangle 
placed next to the continuum so that it is easy to discern into which 7,one the Candidate's 
raw score for that continuum falls. 

1 5 Referring to I'ig. 2F - 2G, the sixth and seventh pages of the Candidate Report 

contain information disclosing to the hiring manager, for each of the P1AV categories - 
namely, Th, U, A, S, J and Tr— any potential problem areas as well as suggestions for 
interview questions. These are described in more detail in Section E, "Reporting Results," 
below. 

20 Referring to Fig. 2H, the eighth page of the Candidate Report contains a graphical 

indication of the Candidate's score for each positional criterion, in the 0-4 range. As can 
be seen, the green zone is always at the lop, the yellow zone in the middle, and the red 
zone at the bottom. This is because, with the positional criteria, a higher score in each 
such criterion is always better than a lower score. A score of 4 is always best, and a score 

25 of 0 worst. 

B. Benchmarking the position 

The best performers currently performing the job and the two managers with the 
most knowledge about the job and its environment set the standard for measuring the 
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candidate's probability of success. The user begins the step of benchmarking the position 
by entering the name of the position and the name of the organization into the computer. 

Next, the user chooses the Benchmark Participants from among those persons 
presently performing the same or equivalent job as that for which the candidate is being 
considered, as follows: tiie user chooses the Top Performer in that position— that is, the 
person the user would "clone" if he could—as well as at least two other employees in that 
job who perform better than (or at least as well as) the other employees in that position. 
These individuals, collectively, are the Best Performers in the job. The user also chooses, 
as Benchmark Participants, those two managers who have the most knowledge about the 
requirements of the job and its environment. Thus, the group of Benchmark Participants 
consists of the three Best Performers, including the Top Performer, and two managers. 

(i) Positional Criteria Settings 

Next, the user determines the appropriate positional criteria for the job. The 
positional criteria create standards for the screening and interviewing process used to 
determine the relative qualification of the candidate. To ensure a balanced view of a 
candidate, the user preferably chooses criteria from three different categories, based upon 
the needs of the position. The three categories address whether the candidate (1) is 
qualified, (2) can produce results, and (3) is likely to be motivated to produce results. The 
criteria regarding candidate qualification include, without limitation: education, 
professional experience, skill level and testing, and product or industry knowledge. Some 
orthese measurements can be gleaned from the candidate's resume or curriculum vitae. 
The criteria regarding whether the candidate can produce results include, without 
limitation, information gleaned from: a general behavior-based interview; a competency- 
based interview; a behavioral gap interview; and a telephone screen. Manifestly, these 
measurements or the candidate are gleaned through interviewing of the candidate. Finally, 
the criteria regarding whether the candidate is likely to be motivated to produce results 
include, without limitation, information gleaned from: a realistic job preview; drug and/or 
honesty testing; reference checks; background checks; and customer checks. 

The user determines which positional criteria, drawn from the three above- 
enumerated categories, should be taken into account in evaluating the candidate's fitness 
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for the job, and how much weight to assign to each such positional criterion. The user 
may obtain input from the Human Resources department, Hiring Managers, or any other 
individual the business organization designates. 

The user then enters position standards for each chosen criterion. This entails 
5 assigning values of 0, 1 , 2, 3 or 4 to measurements of the criteria, with the integers having 
the following meanings: 

0 = not acceptable 

1 = well below standards 

2 = below standards 
10 3 = meets standards 

4 = exceeds standards (this docs not, however, indicate the candidate is 
ovcrqualified, as 4 is always the best score) 

The user enters into the system a description, for each chosen positional criterion, 
of what constitutes a score of 0, 1 , 2, 3, or 4. For example, referring to Fig. 2A, in the 
1 5 present example, zero months' experience in (he same or a similar position leads to a score 
of '0' for the "Experience" positional criterion, two or fewer months' experience resulls in 
a score of ' 1', at least two and at most five months results in a score of '2', between 5 and 
6 months resulls in a score of '3' and over six months' experience leads lo a score of '4'. 

II is not essential that the Best Performers be (he source of the standards for all ol" 
20 the positional criteria. Indeed, unless specific types or records are kept at the organization, 
it may be impossible lo measure the Besl Performers' scores on certain of the chosen 
positional criteria, such as those based upon interviews and reference checks. 

Next, (he user assigns a percentage weight lo each positional criterion such that the 
sum of all percentage weights is sixty percent. The reason is that the positional criteria 
25 collectively account for sixty percent of the overall Candidate Recommendation produced 
in the reporting step of the overall system. The user weighs each criterion in proportion lo 
the perceived importance and relevance of that criterion in determining success in the 
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position. Once the positional criteria and their weights are assigned, the user enters these 
criteria and weights, into the system. The system assures that the weights sum to 60%, and 
if not, it displays an error message informing the user that the weights do not add up to 
60%. The user must then alter or re-enter the weights such that they sum to 60%. 

5 Referring again to Fig. 2A, an example of such assignment is as follows: 

Experience = 1 0%, Sabre Skills Test = 14%, Reference = 5%, Education = 3%, Interview 
#1 = 14%, and Interview U2 = 14%. 

Referring to Fig. 2 A, the positional criteria are measured on a scale of 0 to 4, with 
the following meanings: 4 = exceeds standards (this does not, however, indicate the 
10 candidate is ovcrqualified, as 4 is always the best score); 3 = meets standards; 2 = below 
standards; 1 - well below standards; 0 = not acceptable. 

(ii) DISC Profile Calculation 

Work Environment Profile 

The next step in benchmarking the position is to create the behavioral profile 
15 benchmarks, consisting of a green zone, yellow zone and red zone for each continuum: D, 
I, S and C. These zones are calculated based upon a so-called "Center Point" for the green 
zone of each continuum, which represents the normative point based upon a combination 
of the work environment profile and the actual behavioral profile of the top performers in 
the position. First, the work environment is profiled, and then the behavioral 
20 characteristics of the Best Performers are profiled. Each contributes 50% in determining 
the Center Point of the green zone for the D, I, S, and C conlinua. 

First, the user creates a work environment profile for the position. The instrument 
used in the creation of the work environment profile identifies general behavioral 
characteristics associated with success that are deemed by the Benchmark Participants to 
25 be required by the position. Referring to Fig. 3, the instrument is composed of fourteen 
categories based upon the DfSC methodology for measuring behavioral demands of the 
position. The Benchmark Participants complete the instrument from the vantage point of., 
"If the position could speak, what would it say are the behaviors needed to be successful?" 
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Hence, in the below claims, this instrument is referred to as the "job characteristics 
predictive instrument" (as contrasted with the "behavior characteristics predictive 
instrument"). The Benchmark Participants rank the behavioral styles within a category 
from 1 -4, by placing a 1 , 2, 3, or 4 in each box, depending upon their assessment of the 
5 type of behavioral demands of the position. The benchmark participant places a ' 1 ' next 
to what he or she deems the most important of the four behavioral styles in that category, 
and a '4' next to what he or she deems the least important of the four behavioral styles. 
Each category thus has one box with a 1 , one box with a 2, one box with a 3, and one with 
a 4. 

1 0 In each of the fourteen categories, there is one behavioral style is associated with 

'D\ one associated with T, one associated with 'S' and one associated with 'C. These 
letters are not visible on the questionnaire. When the questionnaire is filled out, the total 
raw score for each letter is computed. Because a ' 1' indicates "most important," it is 
assigned 4 points; conversely, a '4' is assigned only 1 points, as it indicates "least 

1 5 important." By interpolation, a '2' is assigned 3 points and a '3' is assigned 2 points. 

Next, for each letter, the points associated with that letter, as assigned above, are 
summed to reach a raw score in the range of 14 to 56, inclusive for that letter. This is 
because if, for example, all the D's have a '4' next to them, and are hence assigned one 
point each, the raw score for 'D' is 14, since there are 14 categories. Similarly, if all the 
20 D's have a T next to them, the raw score for D is 4 x 14 = 56. 

Next, for each letter, D, 1, S, and C, a person's raw score of 1 4-56 is converted to a * 
number in the range 0-100 by the following formula. 

1 00 x [raw _ score - 1 4) 
_ __ 

All Benchmark Participants, i.e., the Best Performers and the two Managers, 
25 complete this instrument. The responses — when converted into a number in the 0-1 00 
range per the above process — and their weight designations are combined to produce a 
Ratio Score. The system calculates a Ratio Score by multiplying the percentage weight 
times the (0-100) response, to distribute points accurately to each category. These points 
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are then added to create a total point representation of the Ratio Score. The work 
environment Ratio.Score comprises the following individual responses and their applied 
percentage weight: 

Top Performer = 30% 

5 #2 Performer = 10% 

//3 Performer = 10% 

Manager 1 - 25% 

Manager 2 = 25% 

Thus, the responses are weighted in order of importance to ensure accuracy of the 
1 0 work environment exercise. The participant response weight is representative of the 

impact that person has in the position, with 50% represented by the Best Performers and 
fifty percent being represented by the Managers. 

The varying response weights are designed to balance the decision between the 
view of management and employees. The varying response weights accommodate for the 

15 following possible conditions that may exist: a company's top performers are not 

producing at levels the managers need or know is possible in that position (this is balanced 
by having a "manager voice" in the work environment profiling of the position); top 
performers are not "natural superstars," but have highly adapted to the demands of the 
position (this is balanced as well by having the "manager voice"); and managers are out of 

20 touch with the position, that is, they do not understand the job's needs (this is balanced by 
having the top performers have a portion of the weighting). 

The user enters the Work Environment response scores on the Benchmark Data 
Worksheet in the table labeled "Work Environment Responses." The system transfers 
these responses to the "Work Environment Calculation Worksheet." The individual 
25 responses are multiplied by the appropriate percentage weighting to create a weighted 
mean score labeled "Points." The points derived from each individual response are 
summed to create a total score. This is recreated for each continuum (D, I, S and C). The 



i 
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total score for each continuum is then utilized in the derivation of a Center Point for the 
green range of each continuum (hereinafter, simply "Center Point"). 

Actual Behavioral Style Analysis 

The next step in creating the behavioral profile benchmarks is to determine the 
5 actual behavioral style of the Best Performers. To accomplish this, the user utilizes an 

instrument based upon the DTSC methodology for measuring behavioral style. Referring 
to Fig. 4, the instrument used in this step consists of 24 categories to be filled in with the 
'M' and 'L' indicators indicating "most" and "least". The Best Performers each complete 
the instrument. The answers supplied on this instrument are converted into quantitative 
10 measures for each continuum (D, 1, S and C) on a scale of 0-100. The manner in which 
this conversion takes place is described in detail below, in the section C, "Scoring a 
Candidate," in subdivision (ii), "The DISC Calculation." 

Once converted into a score in the 0-100 range, a weighted average is calculated, 
according to the impact the person has in the position, with the Top performer's weight 
15 being three times that of each of the other two Best Performers. This weighted average 
contributes 50% to the DISC Center Point. Accordingly, the DISC center point is 
comprised of the following responses and the applied percentage weight of the decision: 

Work Environment Ratio Score = 50% 

Top Performer Behavioral Profile = 30% 

20 112 Best Performer Behavioral Profile = 1 0% 

//3 Best Performer Behavioral Profile = 10% 

Therefore, in light of the makeup of the Work Environment Ratio score, the DISC 
Center Point represents the weighted average of the following scores in the 0-100 range, 
with assigned weights, as follows: 

25 Work Environment Profile, according to Top Performer = 1 5% 

Work Environment Profile, according to //2 Pei fonner = 5% 
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Work Environment Profile, according lo #3 Performer = 5% 
» i. 

Work Environment Profile, according to Manager 1 = 12.5% 
Work Environment Profile, according to Manager 2 = 12.5% . 
Top Performer Behavioral Profile = 30% 
HI Best Performer Behavioral Profile = 10% 
U7> Best Performer Behavioral Profile = 10% 

As can be seen from the above, the participant response weight is representative of 
the impact thai person lias in the position, with halfgoing to the Best Performers and half 
being represented by the Work Environment Profile responses. The weights sum to 100%. 

Based upon the DTSC Center Points, derived as per the above description, the 
DISC benchmarking step create three zones — green, yellow and red—on a linear graph for 
each of D, I, S and C, each scale having a range of zero to 1 00. Referring to Fig. 2B, ten 
points are added to the Center Point to create the top end of the green zone and 10 points 
are subtracted from the Center Point to create the bottom end of the green zone. Hence, 
the green zone spans 20 points total. The yellow zone is in two parts (the upper part and 
the lower part) of width 1 5 points each. The upper part has as its lower boundary the top 
end of the green zone, and stretches upward from there. The lower part has as its upper 
boundary the bottom end of the green zone, and stretches downward from there. 
Manifestly, the upper part is less than 15 points wide only if the green zone's upper edge 
is above 85. Similarly the lower part is less than 15 points wide only if the green zone's 
bottom edge is below 1 5. The red zone comprises every portion of the 0-100 range that is 
not either green or yellow. 

(iii) Values Profile Calculation 

The final segment of benchmarking a position consists of creating values profile 
benchmarks. This is accomplished through use of the Personal Interests, Altitudes and 
Values ("P1AV") questionnaire. ThePlAV instrument identifies the intensity and 
magnitude of general motivational characteristics that may be categorized as personal 
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interests, attitudes and values of individuals currently in the position being profiled. 
Essentially, it is a. measurement of what motivates the top individuals in the position, that 
is, what they have a strong desire or passion for. The goal here, like with DISC, is to 
create a Center Point for the green zone, for each of the six continua in the P1AV profile, 
and then define green, yellow and red zones around that Center Point. 

Referring to Fig. 6, The P1AV instrument contains twelve categories in which the 
participant is asked to assign an integer from 1 to 6 to each characteristic within a given 
category, depending upon how closely that characteristic describes the participant. The 
rankings are then used to calculate the participant's score on six continua on a scale of 1 0- 
70, as described below in Section C, "Scoring a Candidate," subsection (iii), "The PI AV 
Calculation." This process is also fully described in the Bonnstctter patent. The six 
continua used in the present invention are Theoretical (Th), Utilitarian (U), Aesthetic (A), 
Social (S), Individualistic (1), and Traditional (Tr). 

The three Best Performers complete this instrument. Unlike the DISC profiling 
mechanism described above, there is no work environment PIAV profile contribution to 
the Center Point of the green zones. The Best Performers' response weight is 
representative of their impact in the position, with fifty percent going to the Top 
Performer, and fifty percent represented by the other Iwo Best Performers: 

Top Performer Values Profile = 50% 

#2 Best Performer Values Profile = 25% 

113 Best Performer Values Profile = 25% 

The system maintains a linear graph numbered from 10 to 70 for each of the six 
motivational factors in the PIAV inventory: Th (theoretical), U (utilitarian), A (aesthetic), 
S (social), I (individualistic) and Tr (traditional). During the benchmarking step, the 
system creates three zones — green, yellow and red — on the graph for each continuum. 
Referring to Fig. 2E, the points derived from each individual response are summed to 
create the Center Point for the green zone for each characteristic. Six and one halfpoinls 
are added to the Center Point to create the lop end of the green zone and 6.5 points are 
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subtracted from the Center Pont to create the bottom end of the green zone. Hence, the 
green zone spans 13 points total. The yellow zone is in two parts (and upper part and a 
lower part) of width 8.5 points each. The upper part has as its lower boundary the top end 
of the green zone, and stretches upward from there. The lower part has as its upper 
5 boundary the bottom end of the green zone, and stretches downward from there. 

Ordinarily, then, the green and yellow zones account for a total of 30 points, or exactly 
half of the 10-70 range. Manifestly, the upper part is less than 8.5 points wide only if the 
green zone's upper edge is above 61 .5. Similarly the lower part is less than 8.5 points 
wide only if the green zone's bottom edge is below 18.5. The red zone comprises every 
1 0 portion of the 1 0-70 range that is not either green or yellow. 

(iv) Checking the System for Accuracy 

If the invented method is automated -say, on a computer system — it is preferable 
to perform an integrity check before the system is put into use for the first time. Although 
not strictly necessary to practice the invention, performance of such a check is preferable 
1 5 in order to reduce the possibility of obtaining erroneous results. Notably, such check need 
not be performed each time a position is benchmarked; rather, it only need be performed 
after the actual software implementing the system is developed, but before the system is 
used for the first time. 

The preferred method of performing such an integrity check comprise checking for 
20 a 0% grade, checking for a 25% grade, checking for a 50% grade, checking for a 75% 
grade and checking for a 1 00% grade. These checks are described below. 

Checking for a 0% Grade 

To check for a 0% grade, enter four numbers into the system, one for each of D, 1, 
S, and C, such that all four numbers are in the red zone for the respective DISC category. 
25 This should yield a "0" in the DISC segment. Cause the system to produce a DISC 
summary and check that it registers as "0". 



WO 01/59598 



PCI7US01/04032 



20 

Next, enter six numbers into the system thai would be in the red zone for all PIAV 
motivating factor?.. This should yield a "0" in the PIAV segment. Cause the system to 
produce a PIAV summary and check that it registers as "0". 

Next, enter a "0" in each positional criteria category. This should yield a "0" in the 
positional criteria segment. Cause the system to produce a positional criteria summary 
and check that it registers as "0". 

Cause the system to produce an overall Candidate score. Check that it is "0". If it 
is not, the system is not working properly and the data must be re-entered to benchmark 
the position. 

Checking for a 25% Grade 

To check for a 25% grade, enter four numbers into the system, one for each of D, I, 
S, and C, such that the D, 1 and S numbers arc in the red zone, and the C number is in the 
green zone. This should yield a "25" in the DISC segment. Cause the system to produce a 
DISC summary and check that it registers as "25". It is to be understood that, because D, 
I, S, and C are equally weighted, the same check can be performed by entering a number 
that would be in the green zone for any one of D, 1, S and C and red-zone numbers for the 
other three continua. 

Next, enter three numbers into the system that would be in the red zone for the 1/1 
PIAV motivator (worth 30%), the #2 motivator (also worth 30%) and the tl5 motivator 
(worth 15%). These add up to 75% of the PIAV segment; as they are all in the red zone, 
the result is that 75% of the PIAV score will he a "0". Next, enter three numbers that 
would be in the green zone for the #3 motivator (worth 5%), the U4 motivator (also worth 
5%) and the 116 motivator (worth 1 5%). These add up to 25% of the PIAV segment; as 
they are all in the green zone, the result is that 25% of the score will be a "4". This should 
yield a'M" in the PIAV segment. Cause the system to produce a PIAV summary and 
check that it registers as "1 ". 
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Next, enter a "1" in each positional criteria category. This should yield a "1" in the 
positional criteria, segment. Cause the system to produce a positional criteria summary 
and check that the summary registers as "1". 

Cause the system to produce an overall Candidate score. It should be "25". Check 
to assure that such Candidate score is "25". If it is not, the system is not working properly 
and the data must be re-entered to benchmark the position. 

Checking for a 50% Grade 

To check for a 50% grade, enter four numbers into the system, one for each of D, f, 
S, and C, such that the D and I numbers are in the red zone, and the S and C numbers are 
in the green zone. This should yield a "50" in the DISC segment. Cause the system to 
produce a DISC summary and check that it registers as "50". It is to be understood thai, 
because D, 1, S, and C are equally weighted, Hie same check can be performed by entering 
a number that would be in the green zone for any two of D, I, S and C and red-zone 
numbers for the other two conlinua. 

Next, enter three numbers into the system that would be in the red zone for the #1 
PI.AV motivating factor (worth 30%), Hie #3 motivator (worth 5%) and the H5 motivator 
(worth 1 5%). These add up to 50% of the PIAV segment; as they are all in the red zone, 
the result is that 50% of the PIAV score will be a "0". Next, enter three numbers that 
would be in the green zone for the U2 motivator (worth 30%), the //4 motivator (worth 5%) 
and the 116 motivator (worth 1 5%). These add up to 50% of the PIAV segment; as they are 
all in the green zone, the result is that 50% of the PIAV score will be a "4". This should 
yield a "2" in the PIAV segment. Cause Hie system to produce a PIAV summary and 
check that it registers as "2". 

Next, enter a "2" in each positional criteria category. This should yield a "2" in the 
positional criteria segment. Cause the system to produce a positional criteria summary 
and check that the summary registers as "2". 
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Cause the system to produce an overall Candidate score. Tt should be "50". Check 
to assure that such Candidate score is "50". If it is not, the system is not working properly 
and the data must be re-entered to benchmark the position. 

Checking for a 75% Grade 

To check for a 75% grade, enter three numbers into the system that would be in the 
green zone for D, 1, and S. Enter one number that would be in the red zone for C. This 
should yield a "3" in the DISC segment. Cause the system lo produce a DISC summary 
and check that it registers as "3". Il is lo be understood that, because D, I, S, and C arc 
equally weighted, the same check can be performed by entering a number that would be in 
the green zone for any three of D, 1, S and C and a red-zone number for the other 
continuum. 

Next, enter three numbers into the system that would be in the red zone for the U3 
PIAV motivating factor (worth 5%), the //4 motivator (also worth 5%,) and the U6 
motivator (worth 15%). These add up to 25% ofthe PIAV segment; as they are all in the 
red zone, the result is that 25% ofthe score will be a "0". Next, enter three numbers that 
would be in the green zone for the U\ motivator (worth 30%), the 112 motivator (also worth 
30%) and the U5 motivator (worth 1 5%). These add up to 75%, of the PIAV segment; as 
they are all in the green zone, the result is that 75% ofthe PIAV score will be a "4". This 
should yield a "3" in the PIAV segment. Cause the system to produce a PIAV summary 
and check that it registers as "3". 

Next, enter a "3" in each positional criteria category. This should yield a "3" in the 
positional criteria segment. Cause the system to produce a positional criteria summary 
and check that it registers as "3". 

Cause the system lo produce an overall Candidate score. It should be "75". Check- 
to assure that such Candidate score is "75". I T il is not, the system is not working properly 
and the data must be re-entered lo benchmark the position. 

Checking for a 100% Grade 
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To check for a 100% grade, enler four numbers into the system, one for each of D, 
1, S, and C, such that all four numbers are in the green zone for the respective DISC 
category. This should yield a "4" in the DISC segment. Cause the system to produce a 
DISC summary and check that it registers as "4". 

Next, enter six numbers that would be in the green zone for each P1AV motivating 
raclor. This should yield a "4" in the P1AV segment. Cause the system to produce a 
PIAV summary and check that it registers as "4". 

Next, enter a "4" in each positional criteria category. This should yield a "4" in the 
positional criteria category. Cause the system to produce a positional criteria summary 
and check that it registers as "4". 

Cause the system to produce an overall Candidate score. It should be "100". 
Check to assure that such Candidate score is "100". If it is not, the system is not working 
properly and the data must be re-entered to benchmark the position. 

(v) Securing the Integrity of the Benchmark Data 

Although not strictly necessary to practice the invention, preferably access to the 
computer files containing the benchmark data should be password-protected to help 
prevent the integrity of the system from becoming compromised. 

C. Scoring a Candidate 

(i) Preliminary Steps 

To score a particular employment Candidate according to the invented method, the 
user first enters the Candidate's name and the Hiring Manager's name. This information 
is reflected on the report, and is used for identification purposes. 

(ii) The DISC Calculation 

The candidate's DISC calculation preferably comprises 20% of the hiring 
recommendation. In this step, the Candidate completes a DISC predictive instrument, 
with 24 categories, that is identical to the one completed by the three Best Performers 
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during the above-described benchmarking step of "Actual Behavioral Style Analysis." 
The system then measures the Candidate's responses. Measuring the Candidate's 
responses allows the sys! m to generate scores in the range of 0-100 for each of D, I, S 
and C, as well as the overall DISC score of 0-4 reported in the Candidate Scoring Form. It 
additionally allows the system to derive the numerical amount that the DISC segment 
contributes to the Candidate Recommendation score ofO-100. The steps to perform these 
calculations are described below. 

As noted, in completing the DISC questionnaire, the Candidate chooses what he or 
she is most like and least like in the work environment for each of the 24 response 
categories. Referring to Fig. 5, the responses arc plotted on two graphs, Graph I 
representing the "most like" behavior, and Graph II representing the "least like" behavior. 
The vertical axis of each graph is a 0-100 scale, which is linear, i.e., each number between 
0 and 100 is assigned an equal-length segment of the vertical axis. The horizontal axis is 
the four continua, D, 1, S and C. As described in detail in the Bonnstetter patent, each box 
in the DISC questionnaire is assigned a letter of 'D', '1', 'S', or 'C\ or a blank. The 
Candidate does not see these Ictters-or-blank designations. (It is as if the 'D', T, 'S', 'C 
or 'blank' indicator is in the box, but is invisible to the user.) The bottom of Graph I (the 
"Most" graph) indicates the number of boxes assigned D, I, S, and C respectively, that the 
Candidate indicated as "M" (most) (hereinafter, the "most-D raw score," "mosl-1 raw 
score," "mosl-S raw score" and "mosl-C raw score," respectively). Similarly, the bottom 
of Graph II (the "Least" graph) indicates the number of boxes assigned D, I, S, and C 
respectively, that the Candidate indicated as "L" (least) (hereinafter, the "least-D raw 
score," "least-1 raw score," "least-S raw score" and "leasl-C raw score," respectively). 
The graphs do not show the number of boxes the Candidate indicated as "M" or "L" that 
were assigned a blank, as such data is not needed to complete the DISC calculations. 

On Graph 1 (the Most graph), immediately above the D, 1, S and C indicators 
appear a set of numbers in increasing order. Note that while these numbers increase as 
one moves up the vertical axis, they do so at a non-linear rate, and at rates that vary from 
each other. Hence, a particular value on the vertical axis is associated with a most-D raw 
score that is different from the most-1 raw score, and so on. Similarly, on Graph II (the 
Least graph), there is also a set of numbers immediately above the D, 1, S and C indicators. 
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As wilh Graph I, these numbers are not linearly spaced; unlike Graph 1, however, these 
numbers are in decreasing order. In this way, the Candidate's indications of what he or 
she is least like can be plotted in a manner comparable to the Most graph, such that the 
higher the value on the vertical axis Tor D, I, S or C, the more the Candidate exhibits that 
behavioral style. 

Referring to Fig. 5, the system plots the least-D raw score, lcast-I raw score, least- 
S raw score, and least-C raw score on Graph II. It then obtains the corresponding 0-100 
value on the vertical axis for each of D, I, S and C; the "corresponding 0-100 value" is thai 
value on the vertical axis that is horizontally directly across from where the raw score is 
plotted. In other words, if a horizontal line is drawn through the plotted point on the D 
vertical axis, the point at which such line intersects the vertical 0-100 axis to the leR is the 
"corresponding 0-100 value" for the D continuum. Because each D, T, S and C score thus 
obtained is a number between 0 and 100, these scores are referred to generically as the 
Candidate's DISC 0 -ioo scores, or individually as the Candidates D () .ioo, Vioo, So-ioo, and C 0 . 
ioo scores. 

As noted above, the system reports the Candidate's DlSC 0 -ioo scores in the second 
box of Hie Candidate Scoring Form. Additionally, the system converts the DISC 0 -ioo 
scores into a DISC (M score, that is a score between 0 and 4 (one such score for each 
continuum, i.e., a D, M , I<m, S<m and C«m score), using the following method. If the D 0 -ioo 
score is in the green zone, the D M score is 4; iflhe D 0 .ioo score is in the yellow zone, the 
D M score is 3; iflhe D 0 -ioo score is in the red zone, the D M score depends upon the 
difference between the D (M oo score and the closest edge of the yellow zone: if that 
difference is less than or equal to eight and one third, the D (M score is 2; if that difference 
is greater than eight and one third ami less than or equal to sixteen and two thirds, the D 0 -o 
score is I ; otherwise the D, M score is 0. The system uses the same method to calculate the 
I (M score, Sim score, and Qm score, based upon the I 0 -ioo score, S 0 -io<> score, and C 0 -ioo 
score, respectively (together with the green, yellow and red zones for those contuuia). 

Next, the system divides each of these DISC scores (between 0 and 4) by 4 to 
arrive at a fractional value— between 0 and 1— for each of D, I, S and C. Because each of 
D, I, S and C are equally weighted, the system multiplies these fractional values each by 
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25, and sums them. This sum is an overall DISC score of between 0 and 100, hereinafter 
the "overall DISC 0; ioo score." 

The system then converts the overall DISC 0 -ioo score into a Final Correlation 
between the Candidate's DISC response and the profiled position scores. This Final DISC 
Correlation is one of the following: 0.0, 1.0, 1.5,2.0,2.5,3.0, 3.5 or 4.0. Hie correlation 
is made pursuant to the following ranges for the overall DISCo-ioo score: 

Overall DlSC 0 -ioo score >= 92: 4.0 

Overall DISCo-ioo score >= 83 and <92: 3.5 

Overall DISOmou score >= 75 and <83: 3.0 

Overall DISCo-ioo score ^ 62 and <75: 2 5 
Overall DISCo-ioo score >= 50 and <62: 2.0 
Overall DISCo-ioo score >= 37 and <50: 1 .5 
Overall DISCo-ioo score >= 25 and <37: 1 .0 
Overall DTSC, H oo score >= 0 and <25: 0.0 

As noted above, referring to Fig. 2A, the system displays the Candidate's Final 
DISC Conelation on the Candidate Scoring Form at the bottom left of the fourth box. In 
addition, the system uses (he Final DISC correlation to derive the DISC segment's 
contribution lo the overall Candidate Recommendation score of 0-1 00, as follows: The 
system divides the Candidate's Final DTSC correlation by 4.0, and then multiplies by 
100X, where X is the fractional contribution that the DISC segment makes to the final 
Candidate Recommendation. Preferably, X=.2, as the candidate's DISC calculation 
preferably comprises 20% of the hiring recommendation. 

(iii)The IMAV Calculation 

The candidate's P1AV calculation preferably comprises 20% of the hiring 
recommendation. In this step, the Candidate completes a PIAV predictive instrument with 
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12 categories, as shown in Fig. 6, (hat is identical to the one completed by the three Best 
Performers during the above-described benchmarking step of "Values Profile 
Calculation." The system then measures the Candidate's responses with respect to the Th 
(theoretical), U (utilitarian), A (aesthetic), S (social), T (individualistic) and Tr (traditional) 
5 continua. This measurement results in a score of 1 0-70 for each continuum, which falls 
into the green, yellow or red zone, for each criterion, when compared against the 
benchmark data. If the Candidate's score falls into the green zone on any of these six 
factors, that factor is deemed a strong motivational factor Tor the Candidate to do well in 
the position. If the Candidate's score falls into the yellow zone, that factor is deemed a 
10 "situational" motivating factor, meaning thai the candidate will be motivated by that factor 
to do well in the job only in certain situations. If the Candidate's score falls into the red 
zone, the Candidate is deemed indifferent to that motivational factor, meaning that that 
factor will not provide significant motivation for the Candidate to perform well in the job 

To see how the system derives a score in the range 10-70 for the Candidate for 
15 each motivational factor, it is first necessary to understand that, as described in the 

Bonnstctler patent, each box where the user can place a 1,2, 3, 4, 5 or 6 is associated with 
one of the continua. It is as if each such box contains an invisible Th, U, A, S, 1 or Tr. For 
each of the twelve categories, each oflhe six boxes in that category is associated with a 
different one oT these factors, so that, for example, there will never be two A's within one 
20 category. 

The Candidate completes each category by ordering the boxes 1 -6 according to 
what motivational factors the Candidate believes are most strongly associated with him oi- 
lier. AT indicates the strongest association, while a '6' indicates the weakest. For this 
reason, a '1' is assigned six points, a '2' is assigned five points, a '3' is assigned four 

25 points, a '4' is assigned three points, a '5' is assigned two points and a '6' is assigned one 
point. The system adds up all the points associated with the boxes associated with Th, and 
subtracts 2 for convenience (see below). The result is the Th raw score. The system 
similarly calculates raw scores for U, A, S, I and Tr. Because there are twelve categories, 
the lowest possible raw score for a motivational factor is (12x l)-2 = 10, and the highest 

30 is (1 2 x 6) - 2 = 70 . Referring to Fig. 2 A, the system preferably displays these raw scores 
in the third box oflhe Candidate Scoring Form. 
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The system then converts the PTAV raw score for each motivational factor into a 
PIAVo-4 score, that x is, a score between 0 and 4, for that factor by using the following 
method: If the PTAV raw score for a given factor is in the green zone, the PTAV0-4 score 
for that factor is 4; if the P1AV raw score for a given factor is in the yellow zone, the 
P1AV<M score for that factor is 3; if the P1AV raw score for a given factor is in the red 
zone, the PIAV (M score for that factor depends upon the difference between the P1AV raw 
score and the closest edge of the yellow zone: if such difference is less than or equal to 5, 
the PIAVo-4 score for that factor is 2; if the difference is greater than 5 and less than or 
equal to 10, the PlAV 0 - 4 score for that factor is 1 ; otherwise the PTAV () . 4 score for that 
factor is 0. 

Next, the system divides each PIAV0.4 score (one for each motivational factor) by 
4 to arrive at a PIAV r , aclioii;i , score, that is, a score between 0.0 and 1 .0 for each of Th, U, A, 
S, I and Tr. Unlike with DISC, these conlinua are not equally weighted. Research shows 
that the lop (wo motivating factors have the most influence on the success of a candidate 
in a position. The next two most influential motivating factors arc numbers 3 and 6, with 
the least influential factors being numbers 4 and 5. Therefore, the lop two factors arc 
weighted the highest, 30% each, the third and sixth factors are weighted next-highest, 15% 
each, and the fourth and fifth categories each account for only 5% of the weight of the 
total. Accordingly, the system derives an overall score of 0-100 for the P1AV segment by 
multiplying the 1*1 AV nacli o„ui scores associated with the Candidate's top two motivating 
factors by 30, multiplying the PIAV,' raclil ,„ 3 | scores associated with the Candidate's third- 
most influential motivating factor and that associated with the Candidate's least influential 
motivating faclor each by 15, and multiplying the PI AV rra cii.... a i scores associated with the 
Candidate's fourth and fifth most influential motivating factor each by 5, and then 
summing the results. This sum is called (he "overall PIAVimoo score" because it is a 
number between 0 and 100 and is a weighted average of all PIAVr racl i„, w i scores. 

The system then converts the overall PIAV () .ioo score into a Final Correlation 
between the Candidate's PIA V response and the profiled position scores. This Final PTAV 
Correlation is one of the following numbers: 0.0, 1.0, 1 .5, 2.0, 2.5, 3.0, 3.5 or 4.0. The 
correlation is made pursuant to the following ranges for the overall PIAVo-ioo score: 
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Overall PIAVo-ioo score >= 92: 4.0 
Overall PIAV 0 .ioo score >= 83 and <92: 3.5 
Overall PIAV 0 .ioo score >= 75 and <83: 3.0 
Overall PIAV„.ioo score >= 62 and <75: 2.5 
Overall PIAVo-ioo score >= 50 and <62: 2.0 
Overall PIAVo-ioo score >= 37 and <50: 1 .5 
Overall PIAV„.ioo score >= 25 and <37: 1 .0 
Overall PIAVo-ioo score >= 0 and <25: 0.0 

As noted above, referring to Fig. 2A, the Candidate's Final PIAV correlation is 
shown in the first reported page at the bottom right of Hie fourth box. Jn addition, the 
system uses the Final P1AV correlation to derive the PIAV segment's contribution to the 
overall Candidate Recommendation score of 0-100, as follows: The system divides the 
Candidate's Final PIAV correlation by 4.0, and then multiplies by 100Y, where Y is the 
fractional contribution that the PIAV segment makes to the final Candidate 
Recommendation. Preferably Y- 2, as the candidate's PIAV calculation preferably 
comprises 20% of the hiring recommendation. It is to be understood that, preferably, 
X+Y=. 4, but that, in any event, X+Y may not exceed .5. 

(iv) The Position Criteria Calculation 

The candidate's Position Criteria calculation preferably comprises 60% of the 
hiring recommendation. In this step, the user enters into the system the Candidate's 
scores, integers in the range 0-4 inclusive, for the chosen position criteria according to the 
standards set for each such criterion in the above step of "Positional Criteria Settings." As 
noted above, referring to Fig. 2A, the Candidate's position criteria scores are shown in the 
first reported page in approximately the top three-quarters of the fourth box. In addition, 
the system uses these scores to derive the position-criteria segment's contribution to the 
overall Candidate Recommendation score of 0-100, as follows: The system divides each 
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of the Candidate's criteria scores by 4, to arrive at the fractional positional criteria scores 
of 0-1 for each criterion. Then the system multiplies each fractional score by Ihe weight 
assigned to the criterion, in terms of percentage points. These weights must all add up to 
100%. So, for example, if the criterion of Experience is considered one fifth the total 
importance of the position criteria as a whole, it is assigned 20 percentage points, and the 
fractional score for Experience is multiplied by 20. The results of all such multiplications 
then are summed resulting in a positional criteria segment score of between 0 and 100. 
The positional criteria segment score is then multiplied by Z, where Z=(l 00-(X+Y)); that 
is, Z is the fractional contribution that the positional criteria segment makes to the final 
Candidate Recommendation. As noted, preferably X+Y=. 4, and hence Z=.6, but in any 
event, Z may not be less than .5 (as X+Y may not be greater than .5). 

D. Final Calculation Summary 

The next step in the invented method comprises deriving the overall Candidate 
Recommendation score of 0-100. The system collects from the stored data in the system: 
(a) the DISC segment's contribution to the overall Candidate 'Recommendation score; (b) 
thePIAV segment's contribution to Ihe overall Candidate Recommendation score, and (c) 
the Position Criteria's contribution to the overall Candidate Recommendation score, each 
calculated and scored as discussed above. The system sums these three values to arrive at 
the final Candidate Recommendation score ofhetween 0 and 100. 

E. Reporting Results 

Once the final score for the Candidate is completed, the system reports the results 
to the Hiring Manager for his or her use in determining whether to hire (he candidate. 

(i) Candidate Final Score 

Referring to Fig. 2A, the report contains at a minimum the Candidate's final score. 
Preferably, the report indicates that the candidate recommendation ranges are as follows: 

Overall Candidate Recommendation score <60: Suggests High Probability of Risk 
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Overall Candidate Recommendation score >= 60 and <70: Suggests Probability of 

Risk 

Overall Candidate Recommendation score >= 70 and <81 : Suggests Consideration 
(are weak areas "coachable" or "trainable"?). 

Overall Candidate Recommendation score >= 81 and <92: Suggests Probability of 
Success 

Overall Candidate Recommendation score >= 92: Suggests High Probability of 
Success 

If the weak areas are trainable, the Hiring Manager must further consider whether 
the organization has the resources and the time to train the Candidate in order to 
strengthen the weak areas, given the particular business demands the organization is 
currently facing and expects to face in the short run. 

(ii) DISC Scores 

Preferably the report also shows graphically, through use of bar charts, the 
Candidate's scores on the four DISC and six PTAV continua, and where within the green, 
yellow or red zones those scores fall. In particular, after the Candidate Scoring Form, 
referring to Fig. 2B, the second page is preferably a DISC profile indicator, which shows, 
for D, 1, S and C, where the Candidate's scores for each respective continuum fall relative 
to the benchmark participants. There is a vertical bar for each continuum, containing a 
green zone of height 20, a yellow zone of 1 5 on either side of the green zone, and the rest 
of the continuum comprises the red zone. A black rectangle shows which zone the 
Candidate's score falls into, and where it falls within that zone. 

(iii) DTSC Summary Sheets 

Referring to Figs. 2C - 2D, after the DISC profile indicator, preferably there is a 
set of DISC summary sheets; there are preferably two such sheets, the first (i.e., the third 
page of the report) is for D and I, while the second (i.e., the fourth page of the report) is 
for S and C. These sheets show, for each of the DISC behavioral characteristics, the 
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Candidate's characteristics, as well as whether there are any red or yellow "flags" which 
serve to alert the hiring manager to aspects of the Candidate that constitute potential 
problem areas. A flag indicates a possible mismatch for the position; the flag's color- 
yellow or red— indicates the degree of that potential mismatch, with red being more severe 
5 than yellow. Where such a nag is raised, the DISC Summary Sheet also lists questions to 
be asked at a subsequent Candidate interview, if one is conducted. 

The System derives the DISC Summary Sheets by considering how the 
Candidate's overall DISCo-ioo score compares to the benchmark ranges- -i.e., whether the 
Candidate's score falls into the green, yellow or red zone. The system uses that 
10 determination to extract and display data from a database of DISC characteristics, 

potential problem areas and suggested interview questions. The system performs a similar 
process for the P1AV motivational factors. The manner in which the system generates the 
DISC Summary Sheets is described in detail below. 

Referring to Figs. 7A -- 7E, the system contains a DISC Database. As shown in 
15 Fig. 7A, the first part of this DISC database contains descriptions or characteristics 

associated with various ranges of scores, between 0 and 100 (inclusive), for each or the D, 
1, S and C continua. Each such continuum is broken down into six equal ranges, and each 
range is associate with certain personal characteristics or traits. For example, a D score in 
the range zero to sixtecn-and-lwo-thirds is associated with Ihe traits "Peaceful," 
20 "Unassuming," "Humble," "Docile," "Cooperative" and "Meek." 

As shown in Figs. 713 - 7E, the second part of the DISC database contains, for each 
of the D, 1, S and C continua, two flag/follow-up data fields. These fields contain data as 
follows: the flag portion olThe Held gives the content of the warning to the hiring 
manager regarding the candidate's potentially problematic habits or behaviors. The 
25 follow-up portion indicates what type of improvement potential the hiring manager should 
interview for, and additionally contains one or more specific questions that the hiring 
manager should ask to that end during the interview. The reason there are two such 
Hag/follow-up data fields is that one is triggered if the candidate's score on that continuum 
falls below the green zone, while the other is triggered if the score is above the green zone. 
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If the candidate's score is within the green zone for a particular continuum, the 
DTSC Summary Sheet indicates "No Flag" for that continuum. Tf the candidate's score is 
in the yellow zone, the DISC Summary Sheet indicates a "Yellow Flag" for that 
continuum and further specifies that there is a "minimal" probability of the associated 
problematic behavior. In that event, the DISC Summary Sheet states that it is "optional" 
for the interviewer to ask the suggested interview question(s). 

Tf the candidate's score is in the red zone, then the DISC Summary Sheet indicates 
a "Red Flag" for that continuum and further specifies that there is either a "moderate" or 
"high" probability of the associated problematic behavior: if the difference between the 
candidate's score and the nearest yellow zone is less than or equal to eight and one third, 
the DTSC Summary Sheet stales a "moderate" probability; otherwise it stales a "high" 
probability. In either event, the DISC Summary Sheet states that the interviewer should 
"always ask" the suggested interview question(s). 

Accordingly, for each of D, I, S and C, the DISC Summary Sheet includes a 
section providing all of the above information in an easy-to-understand format. Referring 
to Fig. 2C, an example is shown in which the Candidate's score falls below the green zone 
on the D continuum, and additionally falls in the red zone on that continuum within eight 
and one third points of the border with the yellow zone. The resulting section of the DTSC 
Summary Sheet pertaining to the D factor -the "Ability to Deal with Problems and 
Challenges" — is illustrated in Fig. 2C. 

In the upper-left-hand corner of this section of the sheet, the system displays the D 
factor together with its meaning. In the upper-right-hand corner, the system displays the 
Candidate's characteristics based upon the Candidate's overall D„.| 0 o score. Note that this 
is independent of the gTeen, yellow and red ranges, and depends only upon the Candidate's 
numerical score on this continuum. Below that, a Red Flag is raised, showing a "moderate 
probability" of exhibiting the problematic behavior associated with the "below the green 
zone" portion of the D flag/follow-up data field of the database. The system extracts from 
this same portion of that data fieid, and displays, the improvement potential, together with 
the two listed questions. In this case the listed questions are mandatory, as the flag is red 
and hence the interviewer is directed to "always ask" the questions (see the "Flag Guide" 
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at the top of the sheet of Fig. 2C). Fig. 2C s:hows the Summary Sheet sections for D and I, 
while Fig. 2D shows the sections for S and C. 

(iv) PTAV Scores 

Referring to Fig. 2E, the fifth pag.. of the report is preferably a PIAV profile 
5 indicator, which shows how the Candidate's behavioral motivators compare to those of the 
benchmark participants. For each motivator there is a vertical bar with a height of 60, 
ranging from 10 to 70, containing a green zone of height 1 3, a yellow zone of 8.5 on either 
side of the green zone, and the rest of the continuum comprises the red zone. Again, the 
Candidate's score is indicated by a black rectangle, thus showing how the candidate's 
1 0 score for each motivator compares with thai of the benchmark participants. 

(v) PJAV Summary Sheets 

Referring to Figs. 2l r - 2G, after the PTAV profile indicator, preferably there is a 
set of PIAV summary sheets; (here are preferably two such sheets, the first (i.e., the sixth 
page of the report) is for Th, U, and A, while the second (i.e., the seventh page of the 
15 report) is for S, 1, and Tr. The PIAV Summary Sheets work in a manner similar to the 
DISC summary sheets. The set-up text cues the interviewer as to how to provide 
informational background to the Candidate prior to asking the suggested question. 

Referring to Figs. 8A - 8D, the system contains a PIAV database structured 
similarly to the DISC database: the first part contains descriptions of characteristics 

20 associated with various ranges of scores, between 1 0 and 70 (inclusive), for each of the 
Th, U, A, S, I and Tr conlinua. Each such continuum is broken down into three equal 
ranges, and each range is associate with certain motivational factors. For example, 
referring to Fig. 8A, a U score in the range 30-50 is associated with the factors, 
"Motivation for money is determined by circumstances," "Will contribute sufficiently to 

25 meet quota/performance objectives," and "Will have a situational locus on the need for 
return on time, money and resources spent." The main difference between the DISC and 
PIAV databases is thai, instead of an "interview for" portion of the flag/follow-up data 
field, in the PIAV database there is a "set-up" portion of such data field, as shown in Figs. 
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8B - 8D. Each question in tin PIAV database is preceded by set-up text that the system 
displays on the PIAV Summary Sheet just above the suggested question(s). 

Fig. 2F shows the Summary Sheet sections forTh, U, and A, while Fig. 2G shows 
the sections for S, 1, and Tr. These sheets show data similar to that shown by the DISC 
summary sheets. As with the DISC continua, for each PIAV values continuum, the sheets 
show the Candidate's characteristics, as well as whether there are any red or yellow 
"flags" which serve to alert the hiring manager to aspects of the Candidate that constitute 
potential problem areas. A flag indicates a possible mismatch for the position; the flag's 
co l or — yellow or red — indicates the degree of that potential mismatch, with red being 
more severe than yellow. Where such a Hag is raised, the PIAV Summary Sheet also lists 
questions to be asked at a subsequent Candidate interview, if one is conducted. 

The System derives the PIAV Summary Sheets by considering how the 
Candidate's overall PlAV () .ioo score compares to the benchmark ranges— i.e., whether the 
Candidate's score falls into the green, yellow or red zone. The system uses that 
determination to extract and display data from a database of PTAV motivational vactors, 
potential problem areas and suggested interview questions. The manner in which the 
system generates the PIAV Summary Sheets is described in detail below. 

Referring again to Figs. 8A - 8D, the system contains a PTAV Database. As 
shown in Fig. 8A, the first part of this PIAV database contains descriptions of 
characteristics associated with various ranges of scores, between 0 and 100 (inclusive), for 
each of the Th, U, A, S, 1 and Tr continua. Each such continuum is broken down into 
three equal ranges, and each range is associate with certain personal characteristics or 
traits. For example, a Th score in the range 30 to 50 is associated with the traits "will 
learn about specific products and services if needed to complete job," "desire to have a job 
that challenges their specific interests," "will research and learn enough to get the job 
done," and "knowledge and personal experience will help them sell and serve customers." 

As shown in Figs. 8B - 8D, the second part of the PIAV database contains, for 
each of the Th, U, A, S, J and Tr continua, two flag/follow-up data fields. These fields 
contain data as follows: the Hag portion of the field gives the content of the warning to the 
hiring manager regarding the candidate's potentially problematic values characteristics. 
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The follow-up portion indicates one or more specific questions that the hiring manager 
should ask to that end during the interview, together with "set-up" content for such 
question(s). The reason there are two such fl.ig/follow-iip data fields is that one is 
triggered if the candidate's score on that continuum falls below the green zone, while the 
other is triggered if the score is above the green zone. 

If the candidate's score is within the green zone for a particular continuum, the 
P1AV Summary Sheet indicates "No Flag" for that continuum. If the candidate's score is 
in the yellow zone, the PTAV Summary Sheet indicates a "Yellow Mag" for that 
continuum and further specifies that there is a "minimal" probability of the associated 
problematic values characteristics. In thai event, the PIAV Summary Sheet stales that it is 
"optional" for the interviewer to ask the suggested interview cjucstion(s). 

If the candidate's score is in the red zone, then the PI AV Summary Sheet indicates 
a "Red Flag" for that continuum and further specifies that there is either a "moderate" or 
"high" probability of the associated problematic values characteristics: if the difference 
between the candidate's score and the nearest yellow zone is less than or equal to five, the 
PIAV Summary Sheet stales a "moderate" probability; otherwise it stales a "high" 
probability. In either event, the PIAV Summary Sheet states that the interviewer should 
"always ask" the suggested interview queslion(s). 

Accordingly, for each of Th, U, A, S, I, and Tr, the PIAV Summary Sheet includes 
a section providing all of the above information in an casy-to-undersland format. 
Referring to Fig. 2F, an example is shown in which the Candidate's score falls below the 
green zone on the Th continuum, and additionally falls in the red zone on that continuum 
more than five points from the border with the yellow zone. The resulting section of the 
PTAV Summary Sheet pertaining to the Th factor— the "Desire for Learning and 
Knowledge"— is illustrated in Fig. 2F. 

In the upper-left-hand corner oT this section of the sheet, the system displays the 
"Theoretical" factor together with its meaning. In the upper-right-hand corner, the system 
displays the Candidate's characteristics based upon the Candidate's overall Th 10-70 score. 
Note that this is independent of the green, yellow and red ranges, and depends only upon 
the Candidate's numerical score on this continuum. Below that, a Red Flag is raised, 



WO 01/59598 



PCIYUS01/04032 



37 

showing a "high probability" of having the problematic values characteristics associated 
with the "below the green zone" portion of the Th flag/follow-up data field of the 
database. The system extracts from this same portion of that data field, and displays, the 
listed question together with its "set-up" data. In this case the listed question is 
5 mandatory, as the flag is red and hence the interviewer is directed to "always ask" the 
questions (see the "Flag Guide" at the top of the sheet of Fig. 2F). Fig. 2F shows the 
Summary Sheet sections for Th, U and A, while Fig. 2G shows the sections for S, 1 and Tr. 

(vi) Positional Criteria Scores 

Referring to Fig. 2H, the eighth page of the report preferably shows the 
10 Candidate's score for each position criterion. For each such criterion there is a vertical bar 
with a height of4, ranging from 0 to 4. A higher score on each criterion is always better 
than a lower score, and hence, in this instance, the green zone is always the upper portion 
of the scale, the yellow zone is just below the green zone, and the red zone is always the 
lower portion of the scale. Again, the Candidate's score for each positional criterion is 
1 5 indicated by a black rectangle. With the position criteria, the green, red and yellow zones 
provide the hiring manager with a visual aid which allows the manager to assess the 
Candidate's strengths and weaknesses prior to making the hiring decision, and also allows 
the manager to identify the areas in which the Candidate will most likely have a particular 
need for post-hire training, should the Candidate be hired. 

20 Because the determination of which colored zone the Candidate falls into relative 

to each position criterion is not used for further calculations, the specific placement of the 
border helwcen the green and yellow zones, and the border between the yellow and red 
zones is not critical. Preferably, however, the green zone should occupy the portion of 
each positional criterion's scale from 3.5 to 4.0; the yellow zone should occupy the portion 

25 of each positional criterion's scale from 2.5 to 3.5; and the red zone should occupy the 
portion of each positional criterion's scale from 0 to 2.5 

Accordingly, it is to be understood that the embodiments of the invention herein 
described are merely illustrative of the application of the principles of the invention. 
Reference herein to details of the illustrated embodiments is not intended to limit the 
30 scope of the claims, which themselves recite those features regarded as essential to the 
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invention. 
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What is claimed is: 



1 1 . A method of aiding a decision-maker in deciding whether to hire a candidate for an 

2 employment position, comprising: 

3 (a) creating position criteria assessments by: 

4 i) selecting one or more position criteria and assigning a 

5 weight to each, and 

6 ii) assigning numerical values to measurements of each 

7 selected position criterion; 

8 (b) creating benchmark behavioral and values characteristic assessments 

9 by: 

] 0 i) selecting one or more top performers in said position and 

1 1 assigning a weight to each, 

1 2 ii) selecting a behavior characteristic predictive instrument 

13 wherein a subject's answers to questions within it yield a 

14 raw score along at least one behavior-charactcristic- 

15 continuum of possible scores indicative of a behavior 

1 6 characteristic, 

1 7 iii) obtaining answers to said behavior characteristic predictive 

1 8 instrument from said one or more top performers and 

1 9 calculating therefrom a behavior-characteristic-raw-score 

20 along each said at least one behavior-characleristic- 

21 continuum for each lop performer, 

22 iv) deriving a behavior-characteristic-weighted-avenige of all 

23 behavior-characterislic-raw-scores for said at least one 

24 behavior-characteristic-continuum, 
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25 v) Ton- eac i i said at least one behavior-characteristic-continuum, 

26 .. pa yiilit. ling said behavior-characteristic-continuum into at 

27 lea st tv o intervals and assigning a numerical value to each 
2g interv;w , such that for every pair of adjacent intervals, an 

29 interval of such pair which either includes said behavior- 

30 characliiristic-weighted-average or is closer to said behavior- 

31 chai acti:ristic-\veighted-average than an other interval of 

32 said pair is assigned a numerical value which is greater than 

33 that assumed to said other interval of such pair, 

34 vi) selecting a values characteristic predictive instrument 

35 wherein a subject's answers to questions within it yield a 

36 raw score along at least one values-characteristic-continuuni 

37 of possihle scores indicative of a values characteristic, 

38 vii) obtaining answers to said values characteristic predictive 

39 instrument from said one or more top performers and 

40 calculating therefrom a values-characlerislic-raw-score 

41 along each said at least one values-characteristic-continuum 

42 for each top performer, 

43 viii) deriving a valiies-characleristic-vveighled-averagc of all 

44 values-cbaractcrislic-raw-scores for said at least one values- 

45 characteristic-continuum, 

46 ix) for each said at least one values-characleristic-continuum, 

47 partitioning said values-chaiaclerislic-conlinuum into at 

48 least two intervals and assigning a numerical value to each 

49 interval, such that for every pair of adjacent intervals, an 

50 interval of such pair which either includes said values- 

51 characterislic-weighled-average or is closer to said values- 

52 characleristic-weighled-average than an other interval of 

53 said pair is assigned a numerical value which is greater than 

54 that assigned to said other interval of such pair; 
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55 (c) obtaining candidate-specific information by: 

56 i) taking position criteria measurements of said candidate's 

57 strengths according to each selected position criterion, 

58 ii) obtaining answers to said behavior characteristic predictive 

59 instrument from said candidate and calculating a raw score 

60 for said candidate along each said at least one behavior- 

61 characteristic-continuum, 

62 iii) obtaining answers to said values characteristic predictive 

63 instrument from said candidate and calculating a raw score 

64 for said candidate along each said at least one values- 

65 characteristic-continuum; 

66 (d) deriving candidate fitness level scores by: 

67 i) computing as a position-critcria-fitness-levcl score a 

68 weighted average of numerical values assigned to said 

69 position criteria measurements, 

70 ii) for each said at least one behavior-characlerislic-continuuin, 

7 1 assigning as a behavior-characteristic-continuum-fitness 

72 score the numerical value assigned to the interval within 

73 which said candidate's behavior-cbaracterislic-raw-score 

74 falls, 

75 iii) computing as a behavior-litness-level score an average of all 

76 said behavior-cbaracterislic-continuum-fitncss scores; 

77 iv) for each said at least one values-characteristic-continuum, 

78 assigning as a values-characteristic-continuum-fitness score 

79 the numerical value assigned to the interval within which 

80 said candidate's behavior-characteristic-raw-score falls, 
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81 v) arranging all values-characteristic-continuum-fitness scores 

82 in descending order of the behavior-characteristic-raw-score 

83 from which they were derived, and assigning a weight to 

84 each values-characterislic-continuum-filness score based 

85 upon its position in said order, and 

86 vi) computing as a values-fitness-level score a weighted average 

87 of all values-characteristic-continuum-fitness scores; 

88 (e) computing an overall candidate recommendation score based upon a 

89 formula that includes said position-criteria-fitness-level score, said 

90 behavior-fitness-level score, and said values-fitness-level score as 

91 variables; and 

92 (0 presenting to said decision-maker a report containing indicia of said 

93 overall candidate recommendation score. 

1 2. The method of claim 1 wherein said report further comprises indicia of said candidate's 

2 raw score for each continuum of said behavior characteristic predictive instrument 

3 and said values characteristic predictive instrument, said candidate's scores for all 

4 selected position criteria, said candidate's overall behavior characteristics score, 

5 and said candidate's overall values characteristics score. 

1 3. The method of claim I wherein said report further comprises, for each continuum of 

2 said behavior characteristic predictive instrument, indicia of said at least two 

3 intervals, and indicia of said candidate's raw score for said continuum. 

1 4. The method of claim 1 wherein said report further comprises, for each continuum of 

2 said values characteristic predictive instrument, indicia of said at IcasL two 

3 intervals, and indicia of said candidate's raw score for said continuum. 

1 5. The method of claim 1 further comprising: 

2 (a) providing, for each behavior characteristic predictive instrument 

3 continuum: 
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4 (i) a partitioning of said behavior characteristic predictive instrument 

5 . Qontinuum into ranges of behavior characteristic scores, a set 

6 of behavioral characteristics associated with said behavior 

7 characteristic predictive instrument continuum, and a mapping 

8 from each range of behavior characteristic scores to at least 

9 one of said set of behavioral characteristics; 

10 (ii) a description of potentially problematic behavior by a person 

1 1 whose raw score for said behavior characteristic predictive 

1 2 instrument continuum is less than said behavior- 

1 3 characteristic-weighted-average for said continuum; 

14 (iii) a description of at least one potential behavior-increasing ability 

15 for which a person, whose raw score for said behavior 

1 6 characteristic predictive instrument continuum is less than 

17 said behavior-characleristic-weighted-avcrage for said 

18 continuum, can be interviewed; 

19 (iv) at least one behavioi -increase-probing question to ask a person 

20 whose raw score for said behavior characteristic predictive 

21 instrument continuum is less than said behavior- 

22 characteristic-weighted-average for said continuum, in order 

23 to interview for said at least one potential behavior-increasing 

24 ability; 

25 (v) a description of potentially problematic behavior by a person 

26 whose raw score for said behavior characteristic predictive 

27 instrument continuum is greater than said behavior- 

28 characteristic-weighled-average for said continuum; 

29 (vi) a description of at least one potential behavior-decreasing ability 

30 for which a person, whose raw score for said behavior 

3 1 characteristic predictive instrument continuum is greater than 
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32 said behavior-characterislic-weighted-average for said 

33 continuum, can be interviewed; and 

34 (vii) at least one behavior-decrease-probing question to ask a person 

35 whose raw score for said continuum is greater than said 

36 bchavior-characteristic-wcighted-average for said continuum, 

37 in order to interview for said at least one potential bchavior- 

38 decreasing ability; 

39 (b) providing, for cacli values characteristic predictive instrument 

40 continuum: 

41 (i) a partitioning ofsaid values characteristic predictive instrument 

42 continuum into ranges of values characteristic scores, a set of 

43 values characteristics associated with said values 

44 characteristic predictive instrument continuum, and a mapping 

45 from each range of values characteristic scores to at least one 

46 of said sel of values characteristics; 

47 (ii) a description of potentially problematic motivations by a person 

48 whose raw score for said continuum is less than said valucs- 

49 characteristic-weightccl-average for said continuum; 

50 (iii) at least one low-value-significance-probing question to ask a 

51 person whose raw score for said value characteristic 

52 predictive instrument continuum is less than said values- 

53 cliaracterislic-weighted-average for said continuum; 

54 (iv) a list of at least one opportunity type of said job whose 

55 description by an interviewer should precede an asking ofsaid 

56 at least one low-value-significance-probing question; 

57 (v) a description of potentially problematic motivations by a person 

58 whose raw score for said continuum is greater than said 

59 values-characteristic-weighled-average for said continuum; 
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60 (vi) at least one high-value-significance-probing question to ask a 

61 _ person whose raw score for said value characteristic 

62 predictive instrument continuum is greater than said values- 

63 characteristic-weighled-average for said continuum; and 

64 (vii) a list of at least one opportunity type of said job whose 

65 description by an interviewer should precede an asking of said 

66 at least one high-value-significance-probing question. 

1 6. The method of claim 5 wherein said report further contains a readout with: 

2 one section for each behavior characteristic predictive instrument 

3 continuum, containing indicia of which one of said at least two 

4 intervals, said candidate's raw score for said behavior characteristic 

5 predictive instrument continuum is in; and 

6 one section for each values characteristic predictive instrument continuum, 

7 containing indicia of which one of said at least two intervals, said 

8 candidate's raw score for said values characteristic predictive 

9 instrument continuum is in. 

1 7. The method of claim 6 wherein: 

2 each section of said readout pertaining to a behavior characteristic 

3 predictive instrument continuum contains indicia of said at least one 

4 of said set of behavioral characteristics to which a range, within 

5 which said candidate's raw score for said behavior characteristic 

6 predictive instrument continuum lies, is mapped; and 

7 eacli section of said readout pertaining to a values characteristic predictive 

8 instrument continuum contains indicia of said at least one of said set 

9 of values characteristics to which a range, within which said 

I o candidate's raw score for said values characteristic predictive 

I I instrument continuum lies, is mapped. 



46 

1 8. The method of claim 6 wherein each section of said readout pertaining to a behavior 

2 characteristic predictive instrument continuum contains additional behavior 

3 information for said behavior characteristic predictive instrument continuum if said 

4 candidate's raw score for said behavior characteristic predictive instrument 

5 continuum is not in an interval containing said behavior-characteristic-weighted- 

6 average for said behavior characteristic predictive instrument continuum, and 

7 additional values information for said values characteristic predictive instrument 

8 continuum if said candidate's raw score for said values characteristic predictive 

9 instrument continuum is not in an interval containing said values-characlerislic- 

10 weighted-average for said values characteristic predictive instrument continuum, 

1 1 wherein: 

12 if said candidate's raw score for said behavior characteristic predictive 

1 3 instrument continuum is less than said behavior-characlcristic- 

1 4 weighted-average for said behavior characteristic predictive 

15 instrument continuum, said additional behavior information 

1 6 comprises: 

17 said description of potentially problematic behavior hy a person 

1 8 whose raw score for said behavior characteristic predictive 

19 instrument continuum is less than said behavior- 

20 characleristic-weighted-averagc for said behavior 

21 characteristic predictive instrument continuum; 

22 said description of at least one potential behavior-increasing ability 

23 for which a person whose raw score for said behavior 

24 characteristic predictive instrument continuum is less than 

25 said behavior-characteristic-weighted-average for said 

26 behavior characteristic predictive instrument continuum can 

27 be interviewed; and 

28 said at least one behavior-increase-probing question to ask a person 

29 whose raw score for said behavior characteristic predictive 

30 instrument continuum is less than said behavior- 
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3 1 characteristic-weighted-average for said behavior 

32 • characteristic predictive instrument continuum; and 

33 if said candidate's raw score for said behavior characteristic predictive 

34 instrument continuum is greater than said behavior-characteristic- 

35 weighted-average for said behavior characteristic predictive 

36 instrument continuum, said additional behavior information 

37 comprises: 

38 said description of potentially problematic behavior by a person 

39 whose raw score for said behavior characteristic predictive 

40 instrument continuum is greater than said behavior- 
4J characteristic-wcighted-averagc for said behavior 

42 characteristic predictive instrument continuum; 

43 said description of at least one potential behavior-decreasing ability 

44 for which a person whose raw score for said behavior 

45 characteristic predictive instrument continuum is greater than 

46 said behavior-characteristic-weightcd-average for said 

47 behavior characteristic predictive instrument continuum can 

48 be interviewed; and 

49 said at least one behavior-decrease-probing question to ask a person 

50 whose raw score for said behavior characteristic predictive 

51 instrument continuum is greater than said behavior- 

52 characterislic-weighled-avcrage for said behavior 

53 characteristic predictive instrument continuum; and 

54 if said candidate's raw score for said values characteristic predictive 

55 instrument continuum is less than said values-characleristic- 

56 weighted-average for said values characteristic predictive 

57 instrument continuum, said additional values information 

58 comprises: 
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59 said description of potentially problematic motivations by a person 

60 s whose rnw score for said values characteristic predictive 

61 instrument continuum is less than said values-characteristic- 

62 weighted-average for said values characteristic predictive 

63 instalment continuum; 

64 said at least one low-value-significance-probing question to ask a 

65 person whose raw score for said value characteristic 

66 predictive instrument continuum is less than said values- 

67 characleristic-weighted-average for said value characteristic 

68 predictive instrument continuum; and 

69 said list of at least one opportunity type of said job whose description 

70 by an interviewer should precede an asking of said at least one 

71 low-value-significance-probing question; and 

72 if said candidate's raw score for said values characteristic predictive 

73 instrument continuum is greater than said values-characterislic- 

74 weighted-average for said values characteristic predictive 

75 instrument continuum, said additional values information 

76 comprises: 

77 said description of potentially problematic motivations by a person 

78 whose raw score for said values characteristic predictive 

79 instrument continuum is greater than said values- 

80 characteristic-weighted-average for said values characteristic 

81 predictive instrument continuum; 

82 said at least one high-value-signi licance-probing question to ask a 

83 person whose raw score for said value characteristic 

84 predictive instrument continuum is greater than said values- 

85 characleristic-weighled-average for said value characteristic 

86 predictive instrument continuum; and 
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87 said list of at least one opportunity type of said job whose description 

88 . by an interviewer should precede an asking of said at least one 

89 high-value-signific.nce-probing question. 

1 9. The method of claim 8 wherein: 

2 said additional behavior information further comprises, if said candidate's 

3 raw score for said behavior characteristic predictive instrument 

4 continuum is in an interval adjacent to an interval containing said 

5 behavior-characleristic-weighted-average for said behavior 

6 characteristic predictive instrument continuum, indicia that there is 

7 a minimal risk that said candidate will exhibit said potentially 

8 problematic behavior; and 

9 said additional values information further comprises, if said candidate's 
10 raw score for said values characteristic predictive instrument 

] 1 continuum is in an interval adjacent to an interval containing said 

12 vahies-cliaracteristic-weighted-average for said values characteristic 

13 predictive instrument continuum, indicia that there is a minimal risk 

14 that said candidate will have said potentially problematic 

15 motivations. 

1 10. The method of claim 8 wherein: 

2 if said candidate's raw score for said behavior characteristic predictive 

3 instrument continuum is in an interval which neither contains said 

4 bchavior-characteristic-weighted-avcrage for said behavior 

5 characteristic predictive instrument continuum, nor is adjacent to an 

6 interval containing said behavior-characteristic-weighled-average 

7 for said behavior characteristic predictive instrument continuum, 

8 said additional behavior information further comprises: 

9 i f said candidate's raw score for said behavior characteristic 

10 predictive instrument continuum is less than a specified 
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11 number of points away from an interval which is adjacent to 

12 > an interval containing said behavior-characteristic-weighted- 
] 3 average for said behavior characteristic predictive instrument 

1 4 continuum, indicia that there is a moderate risk that said 

15 candidate will exhibit said potentially problematic behavior; 

1 6 and 

17 if said candidate's raw score for said behavior characteristic 

1 8 predictive instalment continuum is greater than or equal to 

19 said specified number of points away from an interval which 

20 is adjacent to an interval containing said behavior- 

21 characteristic-weighted-average for said behavior 

22 characteristic predictive instrument continuum, indicia that 

23 there is a high risk that said candidate will exhibit said 

24 potentially problematic behavior; and 

25 if said candidate's raw score for said values characteristic predictive 

26 instrument continuum is in an interval which neither contains said 

27 values-characteristic-weighted-average for said values 

28 characteristics predictive instrument continuum, nor is adjacent to 

29 an interval containing said values-characteristic-weighted-averagc 

30 for said values characteristic predictive instrument continuum, said 

3 1 additional values information further comprises: 

32 if said candidate's raw score for said values characteristic predictive 

33 instalment continuum is less than said specified number of 

34 points away from an interval which is adjacent to an interval 

35 containing said values-characteristic-weighted-average for 

36 said values characteristic predictive instrument continuum, 

37 indicia that there is a moderate risk that said candidate will 

38 have said potentially problematic motivations; and 

39 if said candidate's raw score lor said values characteristic predictive 

40 instrument continuum is greater than or equal to said specified 
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41 number of points away from an interval which is adjacent to 

42 - an interval containing said values-characleristic-weighted- 

43 average for said values characteristic predictive instrument 

44 continuum, indicia that there is a high risk that said candidate 

45 will have said potentially problematic motivations. 

1 11. The method of claim 8 wherein said readout further specifies: 

2 where said candidate's raw score for a behavior characteristic predictive 

3 instrument continuum is in an interval which neither contains said 

4 behavior-characteristic-weighted-avcrage for said behavior 

5 characteristic predictive instrument continuum, nor is adjacent to an 

6 interval containing said behavior-characteristic-weighted-average 

7 for said behavior characteristic predictive instrument continuum, an 

8 interviewer should ask said associated interview questions; 

9 where said candidate's raw score for a values characteristic predictive 

I o instrument continuum is in an interval which neither contains said 

I I values-characteristic-weighted-average for said values characteristic 

12 predictive instrument continuum, nor is adjacent to an interval 

13 containing said values-characteristic-weighted-average for said 

14 values characteristic predictive instrument continuum, an 

15 interviewer should ask said associated interview questions; 

1 6 where said candidate's raw score for a behavior characteristic predictive 

17 instrument continuum is in an interval which is adjacent to an 

1 8 interval containing said behavior-characteristic-weighted-average 

1 9 for said behavior characteristic predictive instrument continuum, an 

20 interviewer has discretion to ask or not ask said associated interview 

21 questions; and 

22 where said candidate's raw score for a values characteristic predictive 

23 instrument continuum is in an interval which is adjacent to an 

24 interval containing said values-characteristic-weighted-average for 



WO 01/59598 



PCT/US01/04032 



52 

25 said values characteristic predictive instrument continuum, an 

26 interviewer has discretion to ask or not ask said associated interview 

27 questions. 
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Fig. 1 
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Fig. 2A 

"Scoring Form" 

Hiring and Selection Process© / Hiring a Vital Workforce© 
CANDIDATE SCORING FORM 

Each gmy area must be completed to compute an accurate candidate score. 



CANDIDATE INFORMATION 


Candidate Name: 
Position: 
Organization: 
Hiring Manager: 


High Performer 


Sales Representative 


Sales, Inc. 


Jason Taylor 



DISC % 




"Graph II Basic Style" 
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60 
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70 
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35 
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40 



PIAV RESPONSE 


Theoretical 
Utilitarian 
Aesthelic 
Social 

Individualistic 
Traditional 


40 


55 


20 


50 


50 


45 



POSITION CRITERIA RESPONSE SECTION 

Scoring Use whole ntitnlieis contained within Hit: 0-4 scale (Score Chart). Conversions yieatcr limn '1 will negatively 
Key- Candidate Qualification results 


affect the 


Calcyury 


Standard 


Scoiu 


Category 


Slaiulaid 


Scum 


Education 


BS/I1A I = 4. US/UA - a. Assm:. - 2. 
Soinu Colluij.. - 1. Mil Ci.lU;i|.! = t) 


4 


Experience 


> tlian two yuar ul saltis = 4. Iwii year « if sain:; 
= J. Dm? y»--;ii nt saltis = 2. Six inuiiilis of salus 
= 1. Nci sales - n 


4 


First 
Interview 


Add lntervu.-wi.-rs winiub tu ciuat^ a total A 
Komliiiiud sr.on>ul. \2 - 4 {(>ta). '.ill - :t(l»tf). 

i; H •- /"(iiis). :t ti - t(i'i). b.jt.iwa :j - n 


4 


Second 
Interview 


Adit iiitaiviuwurs icuia 1" ranala a H'lal A 
,:iiinl,iiwilbi:(Hu nl: 1 L' = 4 (tils). '.111= .t(|4s).ti 
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4 


Reference 


> Thnn Tlllue Hub. Kul = 4. "Iliiuii Kib Kul 
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4 


Inlelliuence 
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All Hums r.miui:l rata (4). 1 1 </<-■<-! <:um.n:t rati! u 
(j). Iv/ii r.iinui:! ralu a (1). Onu i:nrri:i:l latusa 
(1). Nuno imhiiji.I lam a (It) 


4 


DISC 


No data unity routined 


4 


PIAV 


No data enliy ruiitiired 


4 




c 

Not Applicable: 

Not Acceptable 
Below Standards 


Scoring 

ii 
i 

2 


Standards 

Meets Slanilatds 3 
fcxceotls Standards 4 



CANDIDATE RECOMMENDATION 



Candidate Name 



High Performer 



Position 



Sales Representative 



Score 



100.0 



This score is intended to give you a balanced view of a candidate. 
It should NOT. i»e used as the sole criteria for your hiring decision. 



RECOMMENDATION SCORE RANGES 

Below 5'J = Suggests Higli Probability of Risk 
(if.) - <S9 = Suggests Probability ot Risk 

70 - 00 = Suggests Consideration (Are weak areas "coachable" or trainable?) 
H1 - 91 = Suggests Probability of Success 

02 - mo = Suggests High Probability of Success 
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Fig. 2B 



"DISC Position Range Summary" 
DISC Profile Indicator - Behaviors 

This displays the CORRELATION between the candidate and the proven successful behaviors identified 

in the position benchmark. 
Review the DISC report for a more in-depth understanding of the candidate's behaviors. 
No data entry is required for tliis sheet. 
Sales, Inc. 
Sales Representative 

High Performer 




\^\= Candidate Response Reflection 

Behaviors indicate a HIGH PROBABILITY OF SUCCESS in this position. Hire in this range. 
= Behaviors that most likely CAN BE ADAPTED into the green success range. 
Indicates a POTENTIAL OF STRESS, may present challenges. Inquire and ask questions. 
SUBSTITUTE SHEET (RULE 26) 
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Fig. 2C 



Candidate DISC (Behaviors), Characteristics, 
Red Flags, and Interview Questions 

It given clear expectations and proper coaching, individuals can successfully adapt their behaviors. 
Interview the candidate (or their willingness and abilily to adapt their behaviors to the demands ol the job. 
Flags are stated when there is a mismatch for the position and the degree of that mismatch. 

Flag Guide: 
RED Flag. = Always ask interview questions 
YELLOW Rag = Optional to ask interview questions 
NO Flag - Match lor position - no questions necessary 



Sales, Inc. 
Outside Sales Representative 

Sue Smith 



S Factor: Ability to Deal with Pace and Consistency 


Candidate Characteristics: 
Habitual, Unhunied, Predictable. Consistent, Patient. Protective 


YeWoiv Flagl MINIMAL probability to... Need help gelling started on new assignments, wa.t for orders before doting, have 

difficulty establishing priorities, be low-keyed, not project a necessary sense of 
urgency, ho slow to change or resist change. 

Interview (or: Abilily to be more flexible, move Hi a quicker pace, take on multifile tasks, anil adapt to change. 


Questions: 1) How do you prioritize when asked to do multiple tasks at the same lime? 




2) Describe a major job-related change you have experienced and how you adapted to it 








Score: 


C Factor: Ability to Deal with Procedures and 
Constraints 


Candidate Characteristics: 
Firm, Determined, Original, Self-Relinnt. Confident. Independent 


No Flagl 






Interview for: 






Questions: 










Score: 
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Fig. 2D 

Candidate DISC (Behaviors), Characteristics, 
Red Flags, and interview Questions 

l( given clear expeclalions and proper coachinn,. individuals can successfully adapt their betoviors. 
Interview the candidate for their willinQiiess and ability to adapt their behaviors to the demands ot I he job. 
Rags are slated when there Is a mismatch tor the position and the degree of that mismatch. 

Flan Guide : 
RED Flag = Always ask interview questions 
YELLOW Flan, = Optional to ask interview questions 
NO Flag - Match lor posilion - no questions necessary 



Sales, Inc. 
Outside Sales Representative 
Sue Smith 



1) Factor: Ability to Deal with Problems and 
Challenges 


Candidate Characteristics: 
Conservative, Cautious, Low-keyed, Ayrceable, Unobtrusive, 
Undemanding 


Red Flaijl MODERATE probability to... Not lake inlli;iliv... t.u ovnrly pallftlll learllnii to laek of results. spend U»>'"l».l> tulle 

lislenini). not l.ika aclmn or make decisions quickly, lie passive, lie indued. nut qui the 
inuss;iye across oi ho Iixj cautious, loo agreeable, nvoklnnj conllicl. 


Interview fur: Ability to bu mom ussuitive, iluocl. innovative, still-staiting. anil ttocisivu. 

Questions : 1) Please loll me about a lime when you had to lell a customer sornelhino you knew they would disa(|ri:e with. 
How did you linnille Ihe situation? 


2) Describe a lime when you Ii;hI lo slart a new pioted with lillle assistance or direction. How did you handle Ihe 
situation? 






Score: 


1 Factor: Ability to Deal witli People and Contacts 


Candidate Characteristics: 
Persuasive, Convincing, Demonstrative. Oulcjoimj. Trusting. 
Charming 


Wo Flayl 






Interview for: 






Questions : 










Score: 
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Fig. 2E 



"PIAV Position Range Summary" 

PIAV Profile Indicator - Motivators 

This displays Hie CORRELATION between the candidate and the proven successful motivators identified in the 

position benchmark. 

Review the PIAV report tor a more in-depth understanding of the candidate's motivators. 
No data entry is required for this sheet. 

Sales, Inc. 
Sales Representative 



High Performer 




= Candidate Response Reflection 
= STRONG motivating factor for this position 
= SITUATIONAL motivating factor for this position 
= INDIFFERENT motivating factor lor this position 
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Fig. 2F 

Candidate PIAV (Motivators) Characteristics, 
Red Flags, and Interview Questions 

Molivalors cannol bo consciously clienged. Ask intomaw questions to assess H red flag win interfom wah job at can be lullMed outside workplace. 
Flags are slated when mere is a mismatch lor the position and the degnie ol that mismatch. 

Flag Guide: 
RED Flat) = Always ask Interview questions 
YELLOW Hau. = Optional to ask inleiviuw ((iieslions 
NO Flag - Match lor position - no questions needed 



Sales, Inc. 
Outside Sales Representative 
Site Smith 



Candida to Characteristics: 
. Will learn olxxi! new products and services onry il necessary lo complete job. 

Thuorrlu'ul: Desire for Learning and . cjuus iwt enjoy a jobihai requires constant now learning. 

Knowledge " Prefer* >" '»*»ve others Uu research anil kerning. 

. Meters tu iis« [rt,iso«al exponence and instinct (father than taowtedga) to make decisions. sell 

rilKl fcfefVW CllSlOIUCfS _. ._ 


Red Flagt HIGH probability that - May experience high levels of stress due to position s need lor continual learning. 

candidate... - May not gather snflidcnl Hilorination and knowledge to nuke a high-quality decision. 
- May !ry to "s(|uetJ/e" current knowledge iulu all situations. 

Interview Questions: Set-Up 

• Describe Uie "Learning* Oppoftunities/Keqittremenls «f lite Position. 

e g Continual Learning. Kesearch. Keeping up witli product/industry changes 
Q: Where do you lliink the learning requirements of tins nosifor. may la nil your ability tt, tie successful? Tell me 
position you've hud wtiere siguiltcanl learning required lo be successful. What did you do? Wliat was ttw on too 


ntxnjl n 
ne? 

Score: 


Candidate Characteristics: 

IlliliUriiu.: Desire for Financial Gain and ' 1 **** *v 

. WtH work, long ami hard to achieve anuvor exceed financial goals. 
Return Oil Investment Of Time lune-ettiuenl. Will not waste linw tf luliffnonuivestmenlis not seen. 

- Money is a scorecard by which success is measured. 


Yellow Flag! MINIMAL probability - May tie a workaholic interested primarily m personal (vs. team) success, 
that candidate... - May leave lor a belter pitying position 

- May not have Uie desire to serve high-maintenance customers. 

Interview Questions: Set- Hp 

- Do son be the Financidr Oppoilunilios/Hcyuireinents ol the Position. 

e g. Targets, Salary /Comniissions/Benetits. Actual individual results (hiyti/nud/low) 
Q: Do you Hunk there is gihhiijIi linancial opprntiftiily in Ihis posmon tor you to bo satisfied? lull me iihnul a po 
had wlturu thorn wusn'l enough financial opportunity. What did you do/ What was the outcome.' 


,itk)ii you've 
Scortt: 


Condldoto Charactuilstics: 

- Chaos, disorder, and visually unpleasinrj sunounduigs iniuhi k«ep them hum yetting their wr»k 

Aesthetic: Desire for Form and Harmony in uont ,. 

their Environment - Cm turns on either beauty or practicality based on Ihe situation. 

- Importance ot aestiteiic presentation determined by circumstances. 

- Suiimwhnl motivated by visually pteasmn sutiouikIhius 


No Flay} 
Interview Questions: 


Score: 
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Fin- 2G 

Candidate PIAV (Motivators) Characteristics, 
Red Flags, and Interview Questions 

Motivators camiD/ do consciously UtaiioM. /Is* interview questions tr> assess it reo Hun will inleiture with job ot cm be 

workplace. 

Flags are stated when there is a mismatch lor tlw position and Uie degree ot that mismatch. 

Elag.£ulilQ- 
RED Hai| = Always ask jiiterviuw question* 
YELLOW Flay = Optional to a&k inleiviiw ((iiestinns 
NO Hjtj = Match li« pusiltun - no queslimis needed 



Sales, lite. 
Outside Sulus Representative 

Sue Smith 



Candidate Characteristics; 

Socbl: Desire of Be of Service to Others • 1 W* "'"""*='' "' '"=*> a " d OK>amn - an >^- 

- Inst mr.t ivory iMliiai and respnnd lo petHile m need. 

Using Their Time, Talent and Resources a(l(1 Ui „ 1U (HfUtt> oi uim»>. 

- Gtm.fOHS with Hum itino. lalwil. and resources, with little 01 iu» mpeclatkm ol return. 


«ud f/ayJ HIGH probability that - Conl.i have dilliuitlv sayinrj *»»■." reaiilum.l "> fiwiruKieiKliim U*:* tunc or company 
candiddtu... • May tibMiw Uie sysl-.-m ami NOT lha individual it lhii«is aie not woihimj. 

- May have Uinu iiiaintoeiiiunl problems - locus on iKiipinn. nut always titliciency. 

- Miijlit leave d company ilial hitjltly values ruwills aver service. 

Inturvltiw Questions: Setup 

■ Ucs«it>e the "Service" 0)»»K>fiiiiiities/litiC|iiifeinLnt.s i>l the Position. 

u.y. Helping UtltCfS (CiiSlunier/Ieani). Teamwork, lime Involved 
Q: ft. yim tlriiik there is eiKHinh opportunity to seive and help others in this posiium (m y.*. lu he hdiUUulV 
a position you've hud wheic Ilium wasn't cmoikjIi opportunity to si:ive and help oUiors. What did you doV V 
DiilutnmV 


lustMircc-s. 

r«;ll me atHxit 
Vital whs the 

Score: 


Cditdidatu Char oct eristics: 

In, i„.li»iic: Desire tor Independence. - >N"v "«''~<"<-" »•»'•""'* " •»"' m[1 , s „ int:llls 

■ Wanls lo asbeit HminselvK. ami bu luiugiuztid It* tin* ao:nmnlt:>iunt;iil:>. 

Position. Influence and Recognition Wanl8 (o |>o m C(JtllftJ NO , ^.muu^ 

- MoltvatmJ l»y control ol tltfcir dc-slmy anil Ihe destiny i»l nlheis. 


RedFfngt HIGH probability that - May see power und position as 01. 

cancudaio... - May leave a company that is loo structured or controlliiw] 

- May be dillicull tu coach or control because ol theii independent nature aml/orslr 

Interviow Qtiostiotis: t>«t-tip 

- Uescnbu Hie "Aulliofilv'Cwiliol" LippuriiBiilics/Kuitwuinenii ol ltia PosRbti. 

e 0 Htiwor/Cuulttil. knsrtion/ 1 itlc/l ipitonunity Ini Advimteiiwnt. I<ut:ooi«tiori 'ur Ktsnlls 
0; Ixi ytjt) uwrik theio "it bnoiicjh oi>pm»iinily to havo aiilhunlv/contiol in ltn> posdun Itir ymi lu u.i a cjoo<i |nhV 1 «U mm 
IKisaini) yoii'vu liaiJ wtiufa yixiuubi'l have oimhk.jIi uidtiorfly/conlryl. 
What tiki you do? Wlial was the ouluomu'r* 


ony fc((o. 

j ulitHil a 
Scoru: 


c«Maidai* cii*»»*;ti((»iiti; 

Traililiuuul: Desire you Have The "Rlfjllt" -PrulurstmwirktoroujmporiyUiol hasstniiUrl.Bl«lsAralncs. 

ciatainiuaiimc in. P n ii nuu • M«v »»dV6 a loleraiw^) and upfxudiiiioii lor a vatioly ol hufeuisrvnm.is 

byStein/VaiUttb IO roilOW ^ comI()f1ahle w|M] Ui( . to „ ipan/li u^uls/valuuv will live ty and sanport the sta.«ards ol Iho 

CitllUTd. 


Wo f/affl 
tntorvlow Questions : 


Scoro: 
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Fig. 2H 

"Position Criteria Range Summary" 

Position Criteria Indicator 

This displays the CORRELATION between the organization's level of qualification and the candidate. 
Review your notes for each criteria for a more in-depth understanding of the candidate's qualifications. 

No data entry is required for this sheet. 

Sales, Inc. 
Sales Representative 

High Performer 



I 



f ♦ 



0 S3 



D 



□ 



J* 



f ♦ 
f ♦ 



A* 



.4* 



□ 



■J 1 



□ 



□ 



I | = Candidate Qualification Conversion 

[2J = Candidate MEETS OR EXCEEDS the Level of Gratification 

ES - Can be ADAPTED to the level of Qualification 

H = Indicates a potiential of STRESS, may present challenges 
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Fig. 3 



"Work Environment Profile Sample Form and Report' 

Work Environment INollIc 



Name MaltQ I'L-inaliO 

Position being assesscil/hcncliinarkcri: Af (I'ull down list fur choices) 



Dale 



Institutions: 

litis |trolile is design*! It. assess die bcliavior llu.l is needed li» the successful c.«ii,.kti(iii ..fa particular job- 'litis allows the indivitliial to limits 
on (lie Mi ; tvi(yal.lcnviiuls(.ril)L-ii»h itself, NOT (ho lichavinr ollho person per fomiing the job. St.. when rcs|n«nluiK In litis inslniiiicnl. (I«= 
limits mnsl lie an objective view of Hie j. i\ II' Hie .!( )lt could talk, litis is the way it wm ilil rank lite slatiiiicnrs in rarli gnui|;. 

flUwmgers: liaise he sure lo jmiis <»i the pmitiun being ussessedfanchmurked. NOT the pmimn } vu ure airraid? ui.1 
• Matte yntii • opinion in eaelt olllio 14 ureas listed. 

. for caeh nfllie 14 categories, t ank each of Hie 4 slaienienls l.y indicating yot" choices as li.ll.tws: your fust choiee is I . your 
second ciioiee is 2. etc. 

l or lite 14 croups, t atlt number ( 1-41 must lie used only mire ami every Inn iimsl have a iiiniilier in il: 











This job culls lor: 






J_ 


Cllcmi. liily mid uijiiini/cil wmk si;iitoi> 






2". 


.•Yecdnin ((Kiel imtcpciutciiily 


|Ksich ntinilnf (M) nm»l t>c iiscil itnly mice iiml every Imm 




T- 


( lonsisicnl pel (oi i nance 




.J_ 


cmivcyiiig cuhfulciicc in uilict.s 


im**t have it iiuniliL-i' in 



This joli calls I'm': 



I 



Analysis of tlala anil fuels before acting 

Tactful decisions 

Ouick anti forceful itccisions 

Logical thinking before making decisions 



l ew changes 
Soine change 
Many changes 
Nn chanuc 



Clean, tidy anil organized work slalion 
freedom lo act independently 
( 'onsistciil performance 
Conveying confulcitee in olliers 



Wink In he completed accurately the fust lime 
I Icing llcxible 

Planning aheinl on a hu ge scale 
Identification with the team 



A systematic way I" tin Ihings 
( annuel with many people 
Making (|tiick decisions 
lleing diplomatic and cooperative 



Avoiding trouble 
Solving problems 
Verbalizing thoughts and ideas 
Working with things 



Slaying at one work station 
lixpediting action 
Adhering lo procedures 
fiencratim! enthusiasm 



Inlliieuciiig others lo a common goal 
( loiiceiiiraling on details 
( lialleiigiug assignments 
Inhibiting patience 

( 'ontacling people 
f ollowing directions 
t letting results 
I'erlnrining lo standards 



10 



following procedures to perfection 
Solving people problems 
Hold, aggressive actions 
((online wotk 



I ligh quality controls 
Creative ami original thinking 
( Iplintislic outlook 
Working within the system 



Complete authority lo carry out responsibilities 
Analysis of facts and data 
Many people interactions 
Patience 



12 



13 



freedom front excessive detailed work 
Task-oriented concentration 
Haiti need judgment 
. friendly work environment 



14 



More emphasis on quality than efficiency 
freedom I'romconlliel and court imlahoii 
I lighly persuasive cnmmuniciitions 
Accepting ami initiating change 
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Fig. 'l 



Numc 

Posilioii: All (Vutt down list fur choices) 



Behavioral Style Analysis (DISCI Sample Form and Report" 

Meliavioral Style Analysis 



Dale 



I ust riicl ions : 

On the ,„,w you will sec 24 taxes of words. Each box contains A lines of words. l-'»r each box select ll.e line of words that best describes yon and 
malt an X in Ibe M (must) column ofll.al line. Then, selec. .be li.ic of words Iba. leas, desc.il.es you and .nark an X ... .be L (least) column for llial 

1"" Please complete the fonn in no ,.«..c llun len minutes in one unin.e.n.p.ed silting. While y..o are responding, keep your focus ... Ihc desc.ip.ions 
thai apply K. you.scir in .be wo.kplacc. lie ...ll.lessly bones, will, yourscll] i io will, your "gut" nistmct!- I >o No. Ovcranaly-c! 
■Select in.lv I Musi nu.l I l.eas. in each of Ibe 24 ii.mihcrr-il bines. _________ 



lixumpte: M I . 

_□ 

□ □ 

□ E3 

□ □ 



Gentle, kindly 
Persuasive, convincing 
Ihmihlc, reserved, inodust 
Oii^iiicil, invenlivc, individualistic: 



I.Selecl tuily OMLMnsl anil tlttj. j^us. in nicli of the M numbered _me.!| 



.VI 1. 

□ □ (lenlle. kindly ' 
fj_ Persuasive, convincing 

f~1 fl ll.nnble, reserved, utodesl 

□ CI Original, inventive, individualistic 


□ CD Aggressive, challenger, lakes acini. ' ! 

□ □ Life of .he parly, outgoing, e.itc.ainii.g 

□ □ liasy mark, easily laken advaiuage of 

□ □ fearful, afraid 


□ rj Attractive, charming, al.racls olbers 2 

□ □ Cooperative, ag.ceuhle 

□ □ Stubborn, tn.yicldii.g 

□ □ Sweet, pleasing 


□ □ Cautious, wary, careful 14 

□ □ Determined, decided, ....wave, ing, slanil firm 

□ CD Convincing, assuring 

□ □ ( iood-.ia.n. cd, pleasant 


PI n b'asily led, follower 

□ □ "'"Id. during 

□ □ l-»»yal. failbful. Devoted 

□ rj) ( harming, .blighted 


□ □ Willing, go along will. ' -* 

□ O liager, anxious 

□ □ Agreeable, consenting 

n fl High-spirited, lively, enthusiastic 


OO Open- minded, receptive ; l 

□ Cl Obliging, helpful 

rj] [71 Willpower, sl.ong-willed 

(I □ Cheerful. Juvlul 


□ CD Confidcm, believe in self, assured '* 

□ CD .Syinpa.bctie, couipassionalc. understanding 

□ CD 'lolvra.lt 

□ □ Assertive, aggressive 


_ Q Jovial, joking 5 

□ □ Precise, exuel 

□ CI Nervy, gutsy, brazen 

□ ["I livcn-tcl. ipercd, cahn, mil easily excited 


□ □ Well- disciplined, sell- ciuiliullcd 17 
CD Cl I ieneroos, willing to sha.e 

□ □ Animated, ices gestures for expression 
n I - ! I'ersi.sieni, unrcle.it ing, .cfuscs toip.it 


□ CI Competitive, seeking ... win 6 

□ O Considerate, caring, thoughtful 

□ CI Outgoing, fun-loving, socially striving 

□ CI llannui.iuiis, iuoccahle 


□ □ Ad.uiri.hle, deserving of praise "* 

□ □ Kind, willing to give or help 

□ □ Kesig.icd, gives in 

□ Cl force of character 


f~l f*~l Pussy, hard id please 7 
O □ (Ibediei.i, will dn us told, dutiful 
|~| fl llneo.Kiucrable, deter.. tine.l 
□ □ Playful, frisky, lull of fun 


□ □ Kespeclf.il, shows respect 

□ □ I'toneciing, exploring, enierpiising 

□ Cl Optimistic, positive view 

□ □ Accommodating, willing lo please, .eady to help 


□ □ llrave, unafraid, cou.ugeous B 
CI CD Inspiring, stimulating, nui.ivaling 

n n Suhn.issive, yielding, gives in 

□ CI Timid, shy, .|.iiei 


□ □ Argumentative, confronting 20 

□ □ Adaptable, llexible 

□ Q Nonchalant, casually indifferent 

□ □ l.igl.l-lica.ted, carefree 


C] CI Sociable, enjoys the company of ollie.s 0 
f~l Cl Palienl, steudy, tolerant 
[~1 rjj Self-reliant, independe.il 
f~l □ Soll-S(H.ken, mild, reserved 


□ □ Trusting, faiili in otliers i] 

□ □ Contented, satisfied 

□ Q Positive, admitting "o doubt 
CD Cl Peaceful. Ira.uii.il 


□ D Adventurous, willing to lake cbanecs HI 
f"*] O Receptive, u|ien In suggestions 
Cl Cl Cordial, warn., friendly 
1 I n Moderate, avoids ext. elites 


□ □ (iood mixer, likes being will, others 22 

□ □ Cultured, educated, knowledgeable 

□ □ Vigorous, energetic 

□ □ lenient, not overly strict, (oleranl of olbers' actions 


□ □ Tulkolivc, cbatly 1 1 
Cl Cl Controlled, restrained 

□ CD Conventional, doing i. the usual way. customary 

CD CD Decisive, Certain. I'm., in .nuking a decision 


□ □ Companionable, easy to be will. 
CD Cl Accorale, correct 

□ □ ( h.tspoken. speaks tieely and boldly 

□ □ Restrained, reserved, controlled 


□ □ Polished, smooth talker 12 

f~l Cl Daring, risk-taker 

CD Cl Diplomatic, tactful to people 

I | |~1 Satisfied, eiiu.eul, pleased 


□ □ Restless, unable to rest or relax - 4 

□ □ Neighborly, fviemlly 

□ □ Popular, liked by many or inosi people 

□ □ Orderly, t lent, organized 
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STYLE ANALYSIS GRAPHS 



John Doe 

3-20-701)1 



MOST 
( inipli I 
Aihiplcil Style 

I) I S C 





2i) 


17 


1'J 


1!) 




Hi 


10 


\2 


!) i" 




l!i 


ft 










8 


11 


» 




1-1 


10 






13 


/ 








12 




9 






11 










MCI 


li 


ft 


i> 




s 














■ 




< 

9 


S 


7 


!) 




8 




li 






7 


\l 


5 


-1 




li 














•1 






f> 


A 














3 




•1 




3 






3 


2 \ 














' I 








/' 




*) 


1 


' 1 






1 




II 


1 






1) 








I) 
















0 



t:-S>,*rH> 



10 S I 2 
72 (•>() 22 2'.) | 



100 




I 2 '> '> 
Nf> 73 2') 3.1 



j 
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Fig. 6 



"PIAU Sample Form and Report" 

Personal Interests, Attitudes and Values 

MaleQ I'VnialfQ 



Dale 



INisiliun: AF (Pull dowu for choices) 

Instructions: 

llterc are 12 categories for response, each with 6 items lei you lo consider, litis is not a liiml response, hul please lake .wily the Unv you ileal 
lo complete litis Itam 

• Maik your personal preference in each of the 12 ureas listed. 

• Rank each or the 6 statements hy indicating your choices as follows: your first choice is I , your second choice is 2, etc. 

• For the 12 groups, each number ( 1-6) must he used only once and every l>o» must have :i number in it. 



tixampte: 










My re rs mi ul Interests are: 2 






ti 


liiilcitciulciicc 






2 


Joining u group will) limlitions 






^ 


Appiecialion ut'lliu Itcatily ol' iiiiitirc 






i 


I'iiiiinuiul Security 


|l'.ach numher (1-6) must lie used nnlv once anil every »rn 


5 


Service lt> others 


must have u niiinlier in it!| 


4 


Knowledge 










My favorite subjects U» study: 1 


- ■ 


If 1 were givcii V50t),(lt)0 1 wonlil: ' 








Matli/Sciemx 


— 


Purchase uu aft collection 








I'uliiii.il Science 


— 


Stint my own business 






_ 


1 Itcoloyy 


— 


( live some to clianty 








l-'inc Arts 




Save some/ Invest some 








I'liiimcul Planning 




Take Clau ses lo gain knowledge 








Social Studies 




liivu to a group thai suppoits my tK-liefs 








. " 

My |>ciittuul interests urct — 




1 Ihink our lai iiiuncy sliuolil lie spenl on: 8 








Independence 




Help for the homeless 








Joining a group will) imdilious 




Military/ Defense 








Appreciation ol'llie Ucauly id nature 




liducation 








Kiiumcial security 




f unding of the Arts 








>)CI VICli It) OtllCJb 




Kciliicnig the Federal deficit 








knowledge 




l)mg control 








Leisure Activities lliul 1 enjoy: ■) 




I'euplc 1 iidiuire us rule motlels: " 








Volunleer work 




Humanitarians 








Studying new things 




Military leaders 








Sports 




Fntreprencuis 








Investing or spending money 




Artists 








Going to nniseullls 




Scientists 








'flunking alainl life 




Spiritual 1 .carters 








I'ersonul motivators lur me ure: 4 




The way 1 would hire lo ciinirihulc ■<> siiciely: HI 








lleing a leader 




1 Iclping the siek and disadvantaged 








Cnnlinuiug education 




Hcing a husiness person 








lieing a gund citizen 




tleing a team player 








Helping others 




Protecting the envircaanent 








Increasing my net worth 




Iteing an inventor 








Aits/Crulls 




Initiator of eornniuuiiy activities 








My career goals: 5 




My personal gouts: ' ' 








Artist 




Kctomicr 








Researcher 




Fleeted ofticial 








business owner 




Fcouoinic freedom 








Manager 




1 )iscov aing new leeluiology 








Historian 




Artistic expression 








Social llel'ormcr 




I'erson il growllt 








My desire for improvement may iiicliulc: 6 




My on side interests: '2 








Spiritual growth 




'leading 








Helping others 




Acting 








Leadership roles 




( krmrn.miiy projects 








Security for retirement 




Purl-time husiness 








Additional education 




Politics 








Heautificalinn of personal surnmnilings 




Spiritual activities 
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Fi.). 7A 



DISC Characteristics 



1 1 . 

u - 




Olivine- Ueiiumilinri CnmniaiidiiK). 1 InmW'iiHiuljlo, A<|()ressive. PioniitiiiiKj 


n - 




r (in eiiil Ciiinpelilive Gnal-niienU.'d. Oocisive. Asscitivis. Entoiprisimi 


[) 


— UU-Ulf 1 UU.UUU /O 


Slronri willed l).:l(!iiiiiiii:(l. Direct. I J i irf inst.-fi il. Ambitious. Responsible 




= 33.334 - 50.001% 


Modeial.' Modus! Cooperative;. Mild. Calm. Accommodation 


11 


= 16 fi67 - 33 334% 


Cons.-ivalivo Cautious. I ow k«yi:d. Auioeabl.!. Unntili usivi:. t Indemundiliil 




= 0 - 16.667% 


Piiaotilul lliiiissiniiiiHi. I luniblii, DncilH, Cooperative. Mook 




83.335 - 100.002% 


Chaii-;malio lospiiiiHi. Oplimislie. Animalud, Knlliiisi.islii;, Erftiivesr.enl 




66.668 - 83.335% 


Ci-isiiiiuivi: Conviiieini). Dt.-monsliulivt:. ()nli|oiii(|. Tnislinp. CliiiniiiiMi 


— 


50.001 - GG.6G8% 


Poised Warm I licndlv Compassionate, Sociable. Personable 


— 


33.334 - 50.001% 


l-actual Objective, Cool. Rational, l.ooieal. Oiseieet 


— 


16.667-33.334% 


llndeMiii.nslralivi; Reller.livc:. Analytical. Ciilic;il. Calculation. Skeptical 


y_ 


0- 16 667% 


Ddiirlii'd Inliuspeclivu Wilhlioldini). Contemplative, Suspicions, f^ticlusivu 


S 


= 83.335 - 100.002% 


Non-expressive Passive, Sialic, Systematic. Methodical, Oolil ><;r; iti : 


s 


= 66.668 -83.335% 


Habitual llolitniied. Predictable. Consisloul. Paliiml. Protective 


s 


= 50.001 - 6G.668% 


Steady. Slalilt;, Unruffled. Soione, Composed, Relaxed 


s 


= 33.334 - 50.001% 


Plexiblt: Mobile Active. Invnlviiil. Versatile. Mullilaskimi _____ 


s 


= 16.667 -33.334% 


l-ai|i:i Quick Enerriotit;. Inif >ulit:iil. I lyiiiimic. I lurried 


s 


= 0 - 16.667% 


Intense Cliam-i! Aiienl. Impulsive. Excited. I : i(iiii!lii:. I ■lyperlunso . 


c 


= 83.335 - 100.002% 


Wuriisoiiii: Mi:ttci ilnns. Strict. Purleelionisl, Critical, Cautious 


c 


= 66.668 - 83.335% 


Systematic Accurate, Careful. Diplomatic, ( :riinplianl, Analytical 


c 


= 50.001 -66.668% 


Orderly Neat Altfiiilive Conservative, Tactful, Balanced Ji ul« juient 


c 


= 33.334 -50.001% 


f-'irm l)oleriuined Oriqioal, Self-Reliaot. Conficlenl. Independent , 


c 


= 16.667 -33.334% 


t hum iveulional Rrtsiiimwful. Autononii.iis. l-"oiward, Individualislic. hree-spinted 


c 


= 0 - 16.667% 


Bold, Radical, f eailess. Ui______d, Revolutionary, Reckless : 
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Fig. 7B 



RED FLAGS, "INTERVIEW FOR," AND INTERVIEW QUESTIONS 



O BELOW the Green Zone 



Red Flag: Not lake initiative, be overly patient leading to lack of results, spend too much time 
tistening. not take action or make decisions quickly, be passive, be indirect, not get 
the message across or be too cautious, too agreeable, avoiding conflict. 

Interview for: Ability to be more assertive, direct, innovative, self-starting, and decisive. 
Questions: 1) Please tell me about a time when you had to tell a customer something you knew 
they would disagree with. How did you handle the situation? 



2) Describe a lime when you had to start a new project wilh lillle assistance or 
direction. How did you handle the situation? 



D ABOVE the Green Zone J 

ReTFlag: Overstep authority, be impatient with others, not listen well, be a one-way 
communicator, be directive, be argumentative. 

Interview for: Ability lo be more patient, less aggressive, less challenging, less argumentative, 
and to listen more carefully. 

Questions: 

1) Tell me about a time when a customer could not comprehend what you were 
trying lo tell thern. How did you handle the situation and what was the outcome? 



2) Desciibe a woik experience where you strongly disagreed wilh your manager/co- 
worker and how you handled the situation. 
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Fig. 7C 



I BELOW the Green Zone: 

Red flag: Dislike interacting with people, prefer working alone, be detail-oriented, be viewed 
as critical, prefer a controlled atmosphere, spur conflict, not care how others view 
lliem, be pessimistic, lack trust, give too much information. 
Interview for. Ability to be more outgoing, persuasive, convincing, motivating, enthusiastic, and 
optimistic. 

Questions: 1) Please tell me about a time where you had to motivate a co-worker/customer 
and how you handled the situation. 



2) Describe a time when you had given Die customer all the facts on the products 
and they still were not satisfied/wouldn't buy. What did you do? 



I ABOVE the Green Zone: j 

ReTfiag: Act impulsively, act with "heart over mind." be inattentive to detail, have difficulty 
planning and controlling lime, be disorganized, be more concerned willi popularity 
than tangible results, avoid conflict. 

Interview tor. Ability to be less talkative and emotional, more concerned about results, less 
concerned with popularity, and listen more carefully. 
Questions: 1) Describe a time when you over-promised or over-exlended yourself to resolve a 
problem (for a customer or internally) and it was not in accordance willi company 
policy. Wlial was your reasoning? What was the outcome? 



2) Please tell me about a lime when your manager gave you negative feedback 
and how you dealt with Ihe criticism. 



SUBSTITUTE SHEET (RULE 26) 



WO 01/59598 



PCT/US01/04032 



17/22 

Fig. 70 



S BELOW the Green Zone: 



RedTiag: Show a lot of emotion, be impulsive, jump in with both feet before taking time to 

understand the situation, not have the patience for customer service, have difficulty 
staying focused on routine work, have difficulty with repetitious tasks. 

interview lor: Ability to be more focused, patient, consistent, stable and able to work in a routine- 
paced environment. 

Questions: 1) Describe the most monotonous/repetitious part of your current or a past job. 
How do/did you deal with it? 



2) Describe a situation that look focused concentration for an extended period of 
time. How did you handle it? How did it make you feel? 



S ABOVE the Green Zone: i 

^ d getting started on new assignments, wait for orders before acting, have 
difficulty establishing priorities, be low-keyed, not project a necessary sense of 
urgency, be slow to change or resist change. 

Interview for: Ability to be more flexible, move at a quicker pace, take on multiple tasks, and 
adapt to change. 

Questions: 1) How do you prioritize when asked to do multiple tasks at the same time? 



2) Describe a major job-relaled change you have experienced and how you 
adapted to it. 
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Fig. 7E 

C BELOW the Green Zone: j 

RodlfiagTTencJ lo break rules and not follow procedures, act impulsively without analyzing 
the situation, ignore the details of a situation, be overly bold with a disregard for 
risk, appear stubborn, be overiy independent or difficult to control. 

Interview for: Ability lo be more systematic, accurate, precise, follow the rules and procedures, 
and pay closer attention to details. 

Questions: 1) How have you handled close supervision in the past? 



2) When was the last time you strongly disagreed with Ihe rules, procedures, or 
directives of Ihe company V What did you do? 



C ABOVE the Green Zone: j 

" Rod¥ag: Oer-niialy/e. require a lot of thinking lime, hesitate lo act without precedent, get 

hogged down in details, be a perfectionist, have unusually high standards, avoid 
conflict, miss the big picture. 
Interview for: Ability to act independently, be inventive, not over-analyze, be less inhibited, more 
self-starting and self-managed. 
Questions: 1) Describe a situation when lime constraints prevented yon from working to your 
full potential or achieving Ihe quality you wanted to deliver and how you handled In 
restrictions. What was the outcome? 



2) Whal was your response in your current or past position when you had to make 
a decision without being able to fully study or analyze Ihe situation you were trying 
lo resolve? 
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CHARACTERISTICS 


Theoretical = 10 


- 30 


- Will learn about new products and services only if necessary to complete job. 


(Low) 






- Dues not enjoy a job that requires constant new teaming. 








- Prefers to have others do research and learning. 








- Prefers to use personal experience and instinct (rattier llian knowledge) to make decisions, sell 








and serve customers. 


Theoretical 


"30 


• 50 


- Will learn about specific products and services If needed to complete job. 


(Mlci) 






- Desire to have a job that challenges their specific interests. 








- Will research and learn enough to get Hie job done. 








- Knowledge and personal experience will help lham set) and serve customers. 


Theoretical 


= 50 


- 70 


- Strong desire to learn about new products and services. 


(High) 






- Highly motivated lo have a job Dial will increase their knowledge. 






- Will research and leam above and beyond what is needed to do iheir job most efficienlly. 








- Application ol knowledge may have Uiem be Her equipped lo sell and serve customers. 


Utilitarian — 


10 • 


30 


- Not driven by a tremendous financial need. 


II nw] 






- The incentive of money will not necessaray motivate them to work longer/harder. 








• Money is not what they use to measure their success. 








- Will not consider the return on lime and money spent 


— - 

utilitarian — 


30 - 


50 


- Motivation for money is determined by circumstances. 


(Mid) 






- Will coriuibule sulfidenlly lo meet quola/puilorinance objectives. 








- Will liavo a situational focus on the nuoil for return on lime, money and lesources spent. 


Utilitarian ~ 


50 - 


— 

70 


- Higliiy motivated by money. 


(High} 






- Will woik long anil hard to acliieve awl/nr exceed financial goals. 








- Time-efficient. Will nol waste lime if return on investment is not seen. 








• Money is a scorocard by which success is measured. 


Aesthetic = 


10 - 


30 


- Chaos, disoriier. and visually unpleasing surroundings will no! keep lliein from gelting their work 


{Low) 






done 








- Will lake a very practical approach to situations. 








- Utility is more iui|>ortant tlian beauty. 








- May place litlle importance on aesthetic presentation 


Aesthetic = 


30- 


50 


- Chaos, disorder, and visually unpleasing surroundings might keep them from getting llieirwork 


(Mid) 






done. 








- Can locus on either beauty or practicality based on the situation. 








- Imiiortanco ol aesthetic presentation determined by circumstances. 








- Somewhat motivated by visually pleasing surroundings. 


Aesthetic = 


50- 


70 


- Higliiy motivated by a visually pleasing environment 


(High) 






- Focus is on beauty ralhcr than usefulness. 








- Places high importance on aesthetic presentation. 








- Will usually have a strong need lor self- actualization. 








- Sensitive to disharmony and imbalance. 


Social = 10 


- 30 




■ Nol highly motivated to help or serve others. 


{Low) 






- Not swayod by others' unfortunate circumstances, firm in their decisions. 






- Will be rehirlHht to h"'i> mimrK it ii is to Dm detriment ol themselves or others. 


Social = 30 


- 50 




- Motivation lo help or servo others is determined by the circumstances. 


(Mid) 






- Desire to give ol time and resource lo help others is ilecided on an individual basis. 








- Willing to help olhers llial are 'hetpin<| themselves." 


Social ° 50 


-70 




- Highly molivaled to help and serve olliers. e.g. customers, employees, leam members. 


(High) 






- Instinctively notice aod respond lo people in need. 








- Caring and sensitive to the needs ol olhers. 








- Generous with their lime, talent, and resources, wilh little or no expectation of return. 


Individualistic = 10-30 


- May be conlunl wiltiout rapid advancement. 


(Low) 






- May nol lie motivated by position and Mile. 








- Usually nol motivated to be in control of a situation. 








• Usually desires olhers to sat the lone and direclion ol their work 


Individualistic = 


30 - SO 


- May ba motivated lo lake cliarge, tie in control, or have a 'title' if it surves anolher value. 


(Mid) 






- Somewhat molivaled by control over their destiny and the destiny ol olliers. 








- Willing lo be controlled or In control depending on Ihe situation. 


Individualistic = 


50-70 


- Highly motivated lo be in positions of authority and power. 


(High) 






- Wants to assert themselves and be recognized lor their accomplishments. 








- Wants to bo in control, NOT controlled. 








- Motivated by control of tlioir destiny and Ihe destiny of others. 


Traditional = 10 


- 30 


- Will usually have a tolerance and appreciation lor a variety of beliefs/values. 


{Low) 






- May nol tiave a need to work for an organization thai *6trik89 a chord wittiin them. 








... .innrfwlo rvilirMAa unri nlni^lina mnu M/lt tllAf"_n limits Dfl them. 


Traditional 


= 30 


- 50 


- Prefers to work lor a company that has similar beliefs/values. 


(Mid) 






II-,, n Inln.nnru utift anftf f*Pil*\\£\(\ ItV £1 VSfilllV Of tlBtififS/VatuOS 






- If comfortable with the company's beliefs/values, will live by and support the standards of the 


Traditional = 50 


-70 


- Highly motivated to work for an organization that supports their beliefs/values. 


(High) 






- I.oyal to an organization thai stands for beliefs/values lhat are held in common. 






- May be a champion for Ihe standards ol the culture, If beliels/values are held in common. 
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Fig. 8B 

RED FLAGS/INTERVIEW QUESTIONS 

Theoretical BELOW 

Red Flag: - May experience high levels of stress due to position's need for continual learning. 

- May not gather sufficient information and knowledge to make a high-quality decision. 

- May try to 'squeeze* current knowledge into all situations. 
Questions: SetAJp 

- Describe the 'Learning" Opportunities/Requirements of the Position. 

e.g. Continual Learning. Research, Keeping up with product/industry changes 
Q: Where do you think the learning requirements of this position may limit your ability to be 
successful? Tell me about a position you've had where significant learning required to be 
successful. What did you do? What was the outcome? 

Theoretical ABOVE 

Red Flag: - May become bored if job does not require research or continual learning. 

- Might not know how to practically apply their knowledge to everyday situations or get bogged down 
in gathering so much information that they can't make quick decisions. 

- May be so focused on "being right" about a topic, that they lose their ability to make an appropriate 
decision. 

Questions: Set-Up 

- Describe the 'Learning" Opportunities/Requirements of Die Position. 

e.g. Continual Learning. Research. Keeping up willi product/industry changes 
Q: Do you think there is enough opportunity to learn in ttiis position tor you tu be fulfilled? Tell me 
about a position you've tiad wliere there wasn't enough opportunity to learn and grow. What did you 
do? What was the outcome? 

Utilitarian BELOW 

Red Flag: • May not have the drive lo achieve the necessary financial objectives to be successful. 

- May invest time and money with customers and on projects with little forethought as to return. 

Questions: Set'Up 

- Describe the "Financial" Opportunities/Requirement& of the Position. 

e.g. TargetsyGoals. Salary/Commissions/Benefils. Actual individual results (higli/mid/low) 
Q: Where do you think the objectives/financial requirements of this position may limit your ability to 
feel successful? Tell me about a position you've had where the objectives/financial goals limited 
your ability to do what you consider lo be a "good" job? What did you do? What was the outcome? 

Utilitarian ABOVE: 

Red Flag: - May be a workaholic interested primarily in personal (vs. team) success. 

- May leave for a better paying position. 

- May not have the desire to serve high-mainlenance customers. 
Questions: Set-Up 

- Describe the "Financial" Opportunities/Requirements of the Position. 

e.g. Targets. Salary/Cominissions/Benelits. Actual individual results (high/rnid/low) 
Q: Do you think there is enough financial opportunity in this position for you to be satisfied? Tell me 
about a position you've had where there wasn't enough financial opportunity. What did you do? 
What was tha outcome? 
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Fig. 8C 

Aesthetic BELOW 

Red Flag: - May not be able to focus on or be interested in aesthetic presentation. 

- May have a lack of attention to personal workspace that could negatively impact co-workers. 
Questions: Set-Up 

- Describe the Opportunities/Requirements of the 'Presentation' and the Office "Environment* 

e.g. Work/Office Space. Presentation (Personal/Company) 
Q: Where do you think the requirements of the 'presentation* and the 'environment' may limit your 
ability to do what you consider to be a good job? Tell me about a position you've had where high 
attention to 'presentation* and (he 'environment' was required to be successful. What did you do? 
What was the outcome? 



Aesthetic ABOVE 

Red Flag: • May have their creativity or productivity stifled when working in chaos, disorder, and visually 
unpleasing surroundings. 

- could have difficulty taking a practical approach to situations. 

- May spend too much time making their work, self, or surroundings visually pleasing. 
Questions: Set-Up 

- Describe the Opportunities/Requirements of the 'Presentalion' and Office "Environment* 

e.g. Work/Office Space. Presentation (Personal/Company) 
Q: Do you think the opportunity/conditions of the 'presentation' and the "environment" win fulfill 
you? Tell me about a posilion you've had where the "presentation" and "environment" did not fulfill 
your needs. Wliat did you do? What was the outcome? 



Social BELOW 

Red Flag: - May have self-focused behavior. 

- May appear insensitive to others' needs. 

- May be unwilling to help others. 
Questions: Set-up 

- Describe Ihe 'Service' Opportunities/Requirements of the Position. 

e.g. Helping Others (Customer/Team). Teamwork. Time Involved 
Q: Where do you think the service requirements of this position may limit your ability to do what you 
consider to be a good job? Tell me about a position you've had where significant service was 
required to be successful. What did you do? What was Ihe outcome? 



Social ABOVE 

Red Flag: - Could have difficulty saying 'no.' resulting in overexlending their time or company resources. 

- May blame Ihe system and NOT Ihe individual if things are not working. 

- May have lime management problems - focus on helping, not always efficiency. 

- Might leave a company Dial highly values results over service. 
Questions: Set-up 

- Describe Ihe 'Service' Opportunities/Requirements of the Position. 

e.g. Helping Others (Customer/Team), Teamwork, Time Involved 
Q: Do you think there is enough opportunity to serve and help others in this position for you to be 
fulfilled? Tell me about a posilion you've had where there wasn't enough opportunity to serve and 
help others Wl\at did you do? What was Ihe outcome? 
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Fig. 8D 

Individualistic BELOW 

Rad Flag: - May not be driven by or comfortable with the accolades/recognition that goes with being the "leader 
of the pack." 

- May not be motivated by or willing to be responsible tor leading others and setting the lone and 
direction of the work. 

- May be uncomfortable in a position of power and influence. 
Questions: Set-Up 

- Describe the "Authority/Control" Opportunities/Requirements of the Position. 

e.g. Power/Control. Posibon/Tillo/Opportunity for Advancement, Recognition for Results 
Q Where do you ihink the requirement to have aulhority/control in this position may limit your ability 
to do what you consider to be a good job? Tell me about a position where taking control was 
required to be successful. What did you do? What was the outcome? 



Individualistic ABOVE 

Red Flag: - May 6ee power and position as #1 . 

- May leave a company thai is too structured or controlling. 

- May be difficult to coach or control because of their independent nature and/or strong ego. 
Questions: Set-Up 

- Describe the "Authority/Control" Opportunities/Requirements of the Position. 

e.g. Power/Control. PosiSon/Tille/Opporlimity for Advancement. Recognition for Results 
Q. Do you think there is enough opportunity to liave authority/control in this position for you to do a 
good job? Tell ma about a position you've had where you didn't have enough authority/control. 
What did you do? What was the outcomo? 



Traditional BELOW 

Red Flag: - May have a tendency to resist working within very rigid systems, procedures, etc. 

- May appear indifferent or noncommittal to others who have a strong desire to work within the 
"system." 

Questions: Sel-Up 

- Describe the Opportunities/Requirements of the Company "Cuilure" 

e.g. Company Vision. Mission, Values. Systems and Standards 
Q: Where do you think tlie requirements/conditions of the culture (as described above) may limit 
your ability to do what you consider to be a good job? Tell me about a position you've had where an 
overly rigid culture hindered your ability to be successful. What did you do? What was the 
outcome? 

Traditional ABOVE 

Red Flag: - Will probably have difficulty working in a company whose beliefs/values are in direct opposition to 
theirs. 

- May have working conflicts wilh others who do not share their standards/values. 
Questions: Set-Up 

- Describe the Opportunities/Requirements of the Company "Culture" 

e.g. Company Vision, Mission. Values. Systems/Standards 
Q: Do you think the conditions of [he culture (as described above) will fulfill you? Tell me about a 
position you've had whero tfie cullure/lack of systems 4 standards hindered your pertormance/did 
not fulfill you. What did you do? What was the outcome? 
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